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  Coaching and Mentoring

Bill Price

The common elements of coaching and mentoring are that they both focus on sustainable peak performance and seek to foster genuine peak performance within thriving teams in organisations. Coaching is about facilitating. It is about aligning the resources of people and organisations while facing increased competition, changing conditions, higher outputs and results.


Coaching and Mentoring both help define the solutions people need when faced with problems and challenges. They allow people to 'step back' and take a second look at what they faced with and help them design the future they really want. They are both concerned with making a tangible impact to achieve results. 

Coaching and Mentoring can benefit companies when aligning teams for performance, profitability and production, reduced staff turnover, culture and value connections, achieving targets, to name just a few.


Coaching and Mentoring: Fundamental Differences


Mentoring is about offering knowledge, insight, perspective or wisdom in the company context and is useful to the recipient with regards to job level specifics.   It is about being a career friend who gives knowledge, advice and encouragement. 


Coaching is about inventing a new future from the individual's own possibilities, evoking answers from the individual and exploring alternatives in terms of performance, the achievement of goals and outcomes that are work focused.


The tragic mistake made by many company management teams when planning to implement a Coaching and Mentoring intervention is not paying particular attention to the planning stage, based on the purpose and outcomes of the particular intervention.

For the intervention to succeed there must be a connection with the:

· personal and business unit outcomes

· coaching/mentoring criteria

· key performance areas

· company strategy and values

· team outcomes and expectations

· individual growth plans 

· skills development plan

· performance measurement

· balanced scorecard

· return on investment criteria

· leadership criteria and competencies

The process must incorporate the principles of responsibility and accountability in order to enhance effectiveness and efficiency.


Return on investment should also be included in the process to avoid achieving only otherwise you are going to have a warm fuzzy experience followed by the coaching remorse of goals not being achieved simply because steps were not taken to ensure coaching excellence in the company. 

There are also certain standards which have to be adhered to. Coaching and Mentoring providers must be registered with a Seta and membership of a recognised body such as the International Coach Federation is even more beneficial.


The Coaching and Mentoring phenomena cannot be ignored and all stakeholders have a very responsible role to play in focusing the process towards a more professional level. 
Hooray for unit standards and SAQA norms which have been developed. 

Once business is able to source excellent service providers who are governed by ethics and high levels of added value, Coaching and Mentoring will become far more entrenched and the momentum will take organisations to new heights of development and discovery.

The commitment of all staff in the organisation, specifically CEOs, is essential for Coaching and Mentoring programmes to be applied successfully. When implemented professionally, staff at every level can improve via Coaching and Mentoring.
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