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Q: 1: Short Questions:

I. What is the difference between coaching and mentoring?

MTD Training & Ventus Publishing Aps (2010) provides useful explanations of the differences between coaching and mentoring.

Coaching is typically a formal arrangement with specific goals often related to work with a means of measuring performance against those goals whereas mentoring is typical an informal arrangement related to life in general and is more likely to be personal than work related, though not always.

Coaching usually has the objective of developing an individuals' skills in a particular area (or areas) that will help improve performance or productivity in the work place, for example time management or report writing. The coach would help the coachee identify and explore options and action/s and gain the individuals' commitment to pursue them. Mentoring can also be performance related but usually has the objective of supporting the mentee meet a personal goal, for example, to improve public speaking skills or to gain a better time for completing 5k park runs. The mentoring relationship can evolve as the mentees needs change. Goals achieved through mentoring may also benefit the mentee at work, for example where skills learned are transferable.

Coaching may be 1:1 or in groups and would usually be with a set frequency and duration depending on requirements and would involve tracking progress. Mentoring would typically be 1:1 with a frequency agreed between the parties, which could vary or even be ad hoc depending on the nature of mentoring required and goal/s to be achieved.

Coaching would normally be at a financial cost to the business, whether as part of a line managers' role or paying for specific coaching (unless the coaching is a private arrangement) and would typically be sourced via a work place relationship; whereas mentoring is more likely to be free and relies on the good will of the mentor to accommodate mutually agreed dates and times for mentoring sessions. A mentor 
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could come about from the mentees personal or work place relationships and is usually that of mutual benefit, in that the mentee will grow and develop by meeting the goals they set out to achieve and the mentor will benefit from knowing they have supported someone else.



II. Who is a mentee?

The mentee is the individual that is being mentored by someone else in an informal arrangement, usually where they wish to be helped in either a personal or professional aspect of their life (MTD Training & Ventus Publishing Aps 2010 p9). 

A mentee may pro-actively seek out a mentor, for example from an acquaintance if there is a specific area of their life they wish to improve and that person has known experience and skill in those areas; or may be approached by a prospective mentor that has identified a way that they could support the mentee. 



III. What are the three elements of coaching?

According to the Study Unit 1 study material (p4) the three key elements of coaching are Aptitude, Motivation and Resources.

Aptitude: Whether the person to be coached is capable, with the necessary knowledge, skills and talent to succeed. I think that capability is a requirement from the outset but incapability may not identified until further down the line, whereas the knowledge, skills and talent are the things that can be developed in order to succeed. It may be that, on occasion, as time progresses it becomes apparent that the individual is not capable of succeeding.
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Motivation: For someone to succeed they need to be motivated to put in the time and effort to undertake the required work or activities, otherwise they are less likely to overcome challenges, complete tasks and thus not reaching their full potential. For someone to be motivated they need to believe that they can achieve the goals and want to achieve them. The 'what's in it for me' - a motivation could be financial, such as a pay increase upon completion, but equally it could be non-financial, such as being more effective at your job, getting recognition or opportunities for career progression.

Resources: Resources are the tools you will need to succeed in your objectives. These may be tangible and may require a financial outlay if not provided or already owned, such as reading material or a laptop; or may be intangible, such as needing the support of friends and family along the way and having the time to complete the coaching activities. 



IV. When do you know it is time to give up on coaching an employee?

The following are two examples of indicators that it is time to give up on coaching an employee, assuming there is no issue with the quality and capability of the coach:

· If it becomes apparent during the coaching period that the employee is not capable of achieving what the coaching was set out to do. The individual may not have been able to retain the knowledge being shared or perhaps is unable to demonstrate the skills that have been taught. This may mean the job is not a good fit for the individual and they would do better in another role.

· If the individual being coached continually fails to demonstrate the right behaviours to be successfully coached e.g. failing to attend coaching sessions or undertaking the required tasks without good reason.
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V. Generate some opening sentences for your coaching conversation.

· What would you like to achieve from these coaching sessions?

· When would you like to have achieved the goals from these coaching sessions?

· What are you hoping to learn from these coaching sessions?

· How do you think these coaching sessions will help you in your performance at work?

· What barriers do you see that may prevent you from progressing?

· What possible steps can you think of that you could take now to help you towards achieving your goal?

· What other support do you think you will need to help you meet the objectives of these coaching sessions? Consider financial, non-financial.



Q: 2:  Discuss the key coaching skills.

Coaching requires many different skills that are likely to vary depending on the nature of coaching and the specific situations that one may face. For example, having looked at Coaching and Mentoring (MTD Training & Ventus Publishing Aps 2010 p22; The International Journal of Mentoring and Coaching, Volume X, Issue 1, April 2012, Professional Section: Professional Skills p77 to p99), these skills may include but are not limited to:

· Interpersonal communication

· Questioning  

· Listening

· Empathy

· Teaching

· Helping and supporting

· Challenging

· Time management

· Organisational
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· Being non-judgemental 

· Facilitation

· Building and maintaining relationships 

Of the above skills, the critical skills are interpersonal communication (in order to be understood, build rapport and gain trust of the person being coached), teaching (for example to enable effective sharing of knowledge and skills), helping (providing support whether practical and/or moral), mentoring (e.g. providing sign posting to other sources of information or facilitating an introduction to a third party that may be able to assist with other areas of development) and challenging (this could be, for example, challenging the way someone perceives their situation). Unit 1 Introduction to Coaching and Mentoring, p5. 

However, I would also say questioning and listening skills are essential. 

Questioning, to be able to get the coachee to think about the desired goal, explore options, challenge beliefs that may hold them back, potential or actual barriers and to gain commitment on next steps.

Listening: Whilst this could be seen as an integral part of interpersonal communication, there is a risk that communication can be seen as one way. To be an effective coach, there needs to be an effective two-way conversation. A coach would need to listen to those being coached, for example to understand their situation or aspirations, to check their understanding of something that you have explained or to obtain a response to a question being asked.

It should be noted that The International Journal of Mentoring and Coaching, Volume X, Issue 1, (April 2012) Professional Section: Professional Skills p77 to 99 includes further skills excluded in the detail above, that focus on exploring the spiritual dimension of coaching.
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Q: 3: Which of the competencies listed are most important in your coaching role: communication, helping, teaching, mentoring, and/or challenging.

I do not currently have a coaching role; I am however considering becoming a life coach. I think that all the competencies stated are important in coaching and likely to be utilised at some point, but the key competencies are that of communication. 

The communication skills could be further broken down, for example interpersonal communication skills. 

"Interpersonal communication involves face-to-face meetings between two participants." (Peter Hartley, Interpersonal Communication 1993, 1995 and 1996)

The coaching environment in the work place is often on a one to one basis between a manager and their direct report. Whether it is always face to face will depend on the location of each party. There could be times where it is undertaken at a distance.

Communication skills, will help build rapport and the trust of those being coached and thus help gain "buy in". This will be particularly important if the coaching is not voluntary and perhaps something that the individual is not keen to complete or does not see the point of it. Questioning skills will help probe the various actions that could be taken and to gain an understanding of the coachee beliefs, any barriers and potential issues that could prevent success.

If a coach has poor communication skills, this is also likely to have an adverse impact on the other competencies stated and therefore affect their ability to help, teach, mentor and/or challenge those being coached. 

Communication is not just about what you say but also, how you say it (e.g. use of voice and, body language, what information you obtain from those being coached (e.g. active listening) and how you use it, failure in just one of these areas could have a negative impact on the outcome of the coaching.
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