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1. INTRODUCTION
Our professional lives will continue to be a complex, fast-paced and pressured place, where individuals at all levels within the organisation can derive value from personalised, skilled help delivered in a structured and safe one to one situation.

Coaching and mentoring are powerful developmental processes that enable organizations to tap into the potential of people to deliver results.  They are a response to our world of increasing complexity and change; they enable us to meet the demands of complexity and change more effectively.  They are based on knowledge derived from the latest developments in organizational development and psychology.

Both coaching and mentoring should form an essential part of an organizations strategic plans – they are methodologies for growing people in organizations to achieve performance through releasing potential.

They are essentially individual development processes – utilized according to each individual’s unique stage and development needs and therefore tailored to take them to the next level.

Effective use of coaching and mentoring leads to many benefits for both individuals and organizations:

· More effective leadership and management competencies

· Stress reduction

· Reduced staff turnover and thus talent retention

· Performance improvement through better thinking, decisions, use of time and more effective relationships

· Sustaining of learning and ensuring its implementation through behaviour change

2. WHAT IS COACHING?
“The coach’s primary responsibility is not to teach but to facilitate learning” 










- Myles Downey
2.1   THE HISTORY OF COACHING

Coaching has been evident in society for centuries.  Socrates, a Greek philosopher, introduced the method of asking questions to help seekers find an answer for themselves.  The word “coach”, stems from “Kocs” - a medieval Hungarian word, meaning a superior horse drawn carriage.  In the 18th century, a coach was a tutor who would assist students through exams.  Coaching became popular in sport, and entered the business realm in the 1970’s, with Timothy Gallway’s book, “The Inner Game of Tennis”.  The book was a tipping point for coaching as it is known today, through Timothy’s approach to the inner and outer worlds of a player, ie. the opponent and the inner thoughts and feelings.  
2.2   COACHING DEFINITION

COMENSA Definition:

“A professional, collaborative and outcomes-driven method of learning that seeks to develop an individual and raise self-awareness so that he or she might achieve specific goals and perform at a more effective level.” 

Coaching is a skilled conversation which enables the client to: 

· develop and clarify their goals and desired state

· clarify their current reality

· develop ideas and options

· develop action plans which will lead to results
A coach utilises a non directive approach, asking questions which:
· Create awareness – which leads to the possibility of developing ideas for action, and the responsibility for action to develop results

· Facilitate learning – particularly enabling the coachee to reflect more effectively, conceptualise and undertake active experiments

· Releases potential through enabling learning and change

· Enables the coachee to adapt new perspectives and new ways of thinking, feeling and doing

2.3   DAVID KOLB’S ADULT LEARNING CYCLE

As coaching is essentially about facilitating learning, it is important to utilise an effective method to allow learning to take place within coaching sessions.  To ensure sustained learning and change, each step in the adult learning cycle needs to be experienced.  If we miss a step, our learning effectiveness is reduced.

CONCRETE EXPERIENCE

This is the actual (learning) experience. 

It may be reactive = something which happens to you

It may be proactive = an experience which you deliberately seek out

REFLECTIVE OBSERVATION

A non-judgmental look back at what happened in the learning experience. This vital stage can be achieved quite quickly without seriously disrupting the work activity. 

ABSTRACT CONCEPTUALISATION

Drawing conclusions from the thoughts and notes made at the reflection stage to identify the lessons learnt. Adapting concepts & thoughts to existing mental models, or changing/ adjusting mental models.

ACTIVE EXPERIMENTATION

Planning and testing the lessons learnt from the conclusions, so that they can be related and applied to similar situations in the future.
2.4   TRANSFORMING POTENTIAL TO PERFORMANCE
Whilst facilitating learning, a coach assists their client to tap into their potential and transform it into effective performance.  This starts with an individual’s internal state, which is their “Structure of Interpretation” – how we see the ‘world’ and self awareness.  “Interference” is what inhibits releasing potential into performance
Interference can occur in three main areas:

· Competence – The necessary skills required to complete a task  

· Thinking - Our limiting beliefs and assumptions are the way we think about things.  They are our mental models, such as “I’m not good enough”, “I don’t deserve it”, “I can’t do, we can’t be”…. 

· Feelings – The negative inner dialogue can lead to confusion, being overwhelmed, fearful or anxious, etc.    

A coach would listen carefully to the client to understand their “interferences”, to test the truth of their assumptions and mental models.   This would occur through the process of assisting the client to reach their goals.  
3. AN OVERVIEW OF COACHING – INDIVIDUAL & GROUP
3.1 COACHING MODELS
A coaching model provides structure and process.  It outlines what to “do”, when - a series of “events” that one can follow during a coaching session and programme.
The Skilled Coach Model:

This model has been adapted from Gerard Egan’s “The Skilled Helper” model.  Most coaching models are based on this structure.  

1. Preferred scenario = goals, targets, outcomes (Where you want to be)

Without knowing where you want to go, any journey may be fruitless….
2. Current scenario = current reality (Where you are now)

Without a good understanding of your current reality, it’s very difficult to know where to start the journey.  

3. Action scenario = steps to achieve preferred scenario (How are you going to get there)

Another commonly used coaching model is GROW:

Goals: Asking questions which help the client think about, clarify and set goals / targets/ outcomes. (Where do you want to be?)
Reality: Asking questions which enable the client to think about their current reality (Where are you now?)

Options: Asking questions which stimulate the client into creating options (brainstorming), and developing options into action steps  (What are the possibilities / options).
Will / What next: Asking questions which determine commitment to the action plan. (What are you going to do… tomorrow, next week?)

3.2   COACHING SESSION

It starts with reviewing and reflecting on what has happened since the last session.  The majority of the session then focuses on moving towards the defined goals.  It usually ends with agreeing action steps and practices, and reviewing the session.  

Before session - 
Coach prepares: 
Reads up history, quietens mind, gets ready to focus on client

Between sessions - 
Coach: 
Reflects and writes up session

Sends report to client (if agreed)

Takes any action promised

Client:

Takes on new practices, puts into action their agreed plan.

3.3   COACHING PROGRAMME
Creating a thinking environment - paying deep attention - so that the client can access their thinking first.  (N. Kline)
A coaching programme consists of a contracted number of regular sessions.  The sessions work towards defined goals – organisational and individual.  
The first session, often referred to as the ‘Intake Session’, would focus on establishing rapport and contracting for the coaching relationship.  Concerns of confidentiality, trust and accountability can all be discussed during this session.  The next two sessions are focused on establishing the coaching goals.  Sessions are then held to maintain movement towards the defined goals, dealing with obstacles that may occur, changes that affect the goals, and celebrating successes along the way.  
The coaching is then completed with a ‘Close-out Session’, to discuss sustained growth and learning, and reflect on what happened during the coaching.   
3.4   COACHING SKILLS
QUESTIONS - Appreciative inquiry, incisive questions.  Open questions to explore – encouraging thinking.  Closed questions to guide and define actions (where, when, what).
LISTENING - To understand, have empathy
SILENCE – Allow space to think

CHALLENGE – Encourage reflection, observation, give feedback.  Challenge limiting assumptions, mental models and explore blind spots.
3.5   COACHING IN GROUPS

The same process and qualities described for individual coaching above, apply to types of group coaching: 
Team Coaching
Team works together to develop outcomes, and actions to achieve them.  Participants can learn to utilise team coaching skills with their teams at work.  Facilitated by an experienced team coach.
Collective Coaching
Team works together to practice coaching skills while working on real issues.  A participant presents a goal or issue and the team coaches he/she through to an action plan.  This enables participants to learn coaching skills, and allows team to communicate effectively – getting to the heart of the issue, from many perspectives.  
3.6   COACHING FOR EFFECTIVE COMMUNICATION
Do I acknowledge and respect differences?  

Am I communicating openly and clearly? 

Is it possible that my words or actions are being misinterpreted? 

Are my assumptions creating barriers?

Every person has their own way of seeing a situation – from their ‘structure of interpretation’.  Coaching can assist individuals to reflect on the situation, raise their awareness on how they are affecting those around them and consider what they are trying to communicate.  Then clarify more effective ways of dealing with the situation, and try out new approaches.  

4. LEADERSHIP COACHING
Leadership coaching focuses on the leadership qualities and capabilities of the client.   It is vital to initially consider the various leadership styles, and how to communicate with unique individuals, to encourage optimum performance.  

4.1  LEADERSHIP STYLES:
· The coercive leader: Command/control: orders people, regards self as the “expert” and tell others what to, employees under threat of punishment

· The pace setting leader: Sets extremely high performance standards, and achieves them – then expects everybody else to achieve the same
· The authoritative leader:  A visionary, motivates by clarifying and giving bigger picture; has the authority of “knowledge”; provides feedback, allows others to innovate and take risks

· The coaching leader: Uses coaching conversations to help clarify what is expected and how work fits larger vision/strategy; empowers through enabling others to accept responsibility

· The democratic leader: Drives up flexibility and responsibility by letting others have a say in decisions; participative and inclusive

· The affiliative leader: Revolves around people; values individuals and their emotions more than tasks and goals – keeps everybody happy, creates harmony
Of these styles, research has demonstrated that the Authoritative and Coaching styles are most effective in developing a high performance organisation.
4.2  SITUATIONAL LEADERSHIP:

How do I lead my staff?  When do I tell, sell, support, or delegate?
A situational leader is one who can adopt different leadership styles depending on the situation.  Ken Blanchard and Paul Hersey created a model for Situational Leadership in the late 1960's that allows you to analyse the needs of the situation you're dealing with, and then adopt the most appropriate leadership style. 

Blanchard and Hersey characterised leadership style in terms of the amount of direction and of support that the leader gives to his or her followers, depending on the situation, and so created a simple grid.

The leadership communication style relies on the competence and commitment of the follower with regard to the task at hand.  Assess your follower in terms of:
· Competence: has the person the ability, and necessary knowledge and skills?

· Commitment: has the person the willingness, and the necessary confidence?
[image: image4.png]\\%

“\.“




Situational Leadership Styles:
Tell - Leaders define the roles and tasks of the 'follower', and supervise them closely.  Decisions are made by the leader and announced, so communication is largely one-way. 

Do not coach when followers are in this quadrant
Sell - Leaders still define roles and tasks, but seeks ideas and suggestions from the follower.  Decisions remain the leader's prerogative, but communication is much more two-way. 

Start coaching when followers are in this quadrant
Supporting - Leaders pass day-to-day decisions, such as task allocation and processes, to the follower.  The leader facilitates and takes part in decisions, but control is with the follower. 

Coach when followers are in this quadrant
Delegating - Leaders are still involved in decisions and problem-solving, but control is with the follower.  The follower decides when and how the leader will be involved. 

Coach when followers are in this quadrant
5. COACHING FOR PERFORMANCE
Coaching forms part of the Performance Management process in many organisations.  The PM process consist of a phase in which the organisation sets the goals or targets for the forthcoming year (often using the Balanced Scorecard approach).  The organisational goals are then cascaded to each business unit / department / team, and they set goals for the unit, aligned to the organisation’s goals.

The next phase is when the unit’s goals are cascaded to the individual, and it is here that coaching plays a role, in coaching individuals set their own goals which are aligned with the unit / team goals, which are in turn aligned with the organisational goals.

Each employee needs goals that contribute to the organisation’s strategic objectives, and thus, vision.  Employees need to be empowered to take control of their own personal and professional development.  Performance management gives the manager and the employee the tools to manage and reward both what is achieved and how it is achieved, through the development of SMART goals.  (Specific, Measurable, Achievable, Realistic and Time-bound). Coaching facilitates this process and enables the employee to take an active role and hold responsibility for their performance and development.  
The next phase is Performance Appraisal or Review, when the follower is coached to appraise or review their own performance.  (This may lead to reward.)
In addition, managers can coach for development, coaching the individual to identify their short and long term career aspirations, and to create a personal development plan which will enable them to achieve their career goals.
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The same process can be applied to support Learnerships.

6. WHAT IS MENTORING?
The core coaching competencies are the foundation of mentoring
6.1   HISTORY OF MENTORING
In Greek mythology (Homer’s Odyssey), Mentor, was a friend of Odysseus. When Odysseus left for the Trojan War he placed Mentor in charge of his son, Telemachus, and of his palace.  He asked Mentor to teach Telemachus about life.  

6.2   MENTORING DEFINITION

COMENSA Definition:

“Mentoring is a partnership in which a mentee is assisted in making significant advances in knowledge, perspective and vision in order to develop their full potential; 

the mentor’s wisdom is utilised by the mentee to facilitate and enhance new learning and insight.”
Types of Mentors:

· Corporate Mentor - General vs expert, eg. Induction, strategy, career, executive, skills mentor

· Academic Mentor - Guide delegate through a qualification programme

· Community Mentor - For youth, families, health, etc.  Often situations where individual is disadvantaged
6.3   DIFFERENCE BETWEEN COACHING AND MENTORING

	COACHING
	MENTORING

	Usually set duration (months)
	Can be over long time (years)

	Structured, regular sessions
	Can be informal, on demand

	Don’t need direct experience of role
Skill is in coaching competencies
	Mentor to have more experience / knowledge than mentee   

	Focus on specific development goals
	Focus on career & personal development

	Non domain specific
	Domain specific

	Facilitated learning
	Transfer of knowledge & skills

	Often external
	Has network access


Mentoring essentially entails the transferal of wisdom, knowledge and skills from a more experienced individual to a less experienced individual in business. Coaching focuses on raising personal performance within a range of areas relevant to both the individual and the business. Both focus on personal development, but mentoring targets the acquisition of appropriate skills and insights to develop the business, while coaching hones in to enabling sustainable change through personal ownership, effective decision making, and motivation. 
Coaching and mentoring both utilize similar skills….
A major differentiator is that a mentor may be more directive in offering advice and guidance – teaching the mentee from their wisdom and experience.

Coaches are less directive, helping clients to think for themselves, develop their own ideas, goals, options and actions.
7. MENTORING FOR SUCCESSION AND GROWTH
Mentor to enhance the individual’s knowledge, skills, values and attitudes in a selected career path …..Utilise the talents within the organisation! 

Mentoring models that are appropriate for formal mentoring relationships within organizations are usually highly structured.  This usually involves a growth/ change process or succession.  It is important to note that the mentee can contract with one mentor, or can have a number of mentors. Line managers are not always suitable mentors, to ensure confidentiality.  
7.1   MENTORING PROCESS FOR THE ORGANISATION
· Develop a Mentoring Strategy: outcomes, process and implementation

· Identify stakeholders and communicate purpose and process – build buy-in

· Mentoring Co-ordinator to implement programme

· Identify mentees – attributes and requirements

· Develop a profile for potential mentors

· Only recruit those who are keen!

· Train mentors – skills and process

· Brief mentees and allow choice of mentor

· Match mentee with mentor

· Schedule regular meetings

· Provide reflection time for mentor – supervision
· Measure whether intervention has achieved intended outcomes

7.2   MENTORING PROGRAMME: FOR THE MENTOR
1. Preparing for mentoring

· Understand the mentoring process

· Obtain background information – to have the context
· Clarify your objectives – mentoring for succession / growth
· Who else is involved and in what role?

· What is your role in preparing the mentee?

· Prepare for the first meeting (Intake)

2. Starting out

· Build relationship: get to know each other

· Clarify expectations

· Set goals

· Agree mentoring plan

· Agree structure of the mentoring programme

· Agree roles and responsibilities

· Discuss logistics and communication needs

3. Maintaining momentum

· Have regular mentoring sessions

· Keep a log of the sessions

· Communicate regularly

· Ensure the quality of the session is maintained

· Vary the activities you engage in to achieve the mentoring plan

· Review process regularly in relation to goals set and the relationship

4. Winding down

· Agree on dates and time for last meeting

· Review mentoring against agreed goals

· Highlight what has been achieved

· Look at future goals /action plans

· Evaluate mentoring process and relationship

· Give each other feedback

· Renegotiate your relationship

An initial critical success factor of the mentoring relationship is that there is good rapport and communication between mentor and mentee. The onus is typically on the mentor to have excellent listening skills and be able to give feedback in an effective manner that benefits the accelerated growth of the mentee. Yet, it is the responsibility of the mentee to drive the process. The mentee must realise that he or she has a vested interest, and thus must take ownership to get the most out of the process. 

7.3   MENTOR ROLES

The Sponsor – champions the ideas and/ or the advancement of the mentee, creates opportunities for the mentee, sets high performance expectations, encourages professional behaviour, encourages winning behaviour, assists with careers

The Teacher – teaches the mentee new skills, knowledge, explains show “things” work, teaches by example

The Facilitator/Coach –supports the mentee’s learning by creating a space in which the mentee can explore possibilities and options, provides growth experiences, offers challenging ideas

The Connector or  Networker – introduces the mentee to people, organisations & associations that may be important for their career development 

The Source of Information – provides mentee with relevant technical or critical information from inside or outside the organisation that is helpful to the mentee, shares critical knowledge

The Advisor – gives advice on pertinent issues , offers wise council

The Nurturer- listens to ideas, frustrations, dreams, hopes, listens to personal problems, confronts negative behaviours & attitudes, helps build self confidence, triggers self awareness, inspires to excellence, offers encouragement

Mentor vs. Business Advisor:
It is important to realise that there is a difference between a mentor and a business advisor. A mentor can convey aspiration and goals, and share knowledge, skills and attitudes necessary to assist the mentee to achieve specific objectives. The mentor can also assist the mentee to assess his or her strengths and weaknesses and determine which functional or behavioural competencies need to be developed. Whereas a business advisor specifically focuses on providing strategic and tactical advice to ensure the entrepreneur meets the administrative, financial and operational requirements of establishing and running the business. 
8.  WHEN IS COACHING AND MENTORING NEEDED?
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Organisational outcomes depend on the level of awareness of individuals within the organisation.  

Coaching and mentoring are most effective for targeted, individualised, ‘just-in-time’ development.  This means that as a client experiences coaching or mentoring sessions, they integrate their new insights and learning within their daily activities, develop effective decision making skills, and raise awareness of themselves and their environment.  They utilise regular sessions to reflect on the effects of their improved performance, and clarify ways to clear barriers that may be stopping them achieving their defined goals.  

Coaching and mentoring are also very powerful for assisting individuals to see how their strengths and values can be applied within their organisational context, ensuring that individuals are recognised for their contribution towards the organisations’ vision.  

Coaching and mentoring are effective for many organisational needs, such as:

· Managing change and transition effectively – 

Change and transition can increase levels of stress and workloads.  Coaching can support individuals through this, and develop effective ways of dealing with the situation, directly related to their individual experience of it.  

Mentors who have gone through similar circumstances can provide assurance and support through the process.  
· To support and sustain training initiatives, such as learnerships – 

Coaching can assist delegates to integrate their new skills and knowledge, to improve their performance.  

Mentors can assist delegates with wisdom and knowledge about the training topic.  

· Talent retention and development, for succession - 

Coaching can assist individuals to action their career goals, and clarify how to  effectively utilize their talents within the organization.  

Mentors can pass on their knowledge, to prepare individuals for promotion and the new position.  
· Developing leadership competencies - 

Coaching assists leaders to navigate the increasingly complex organisational landscape, and enables effective decision making for developing leadership competencies.

Mentors who are leaders, can assist developing leaders, by familiarizing them   

with the organisational climate and appropriate leadership styles
· Transform potential to improved performance - 

Coaching assists the client to identify and acknowledge their potential; and then clarify their goals and reach optimum performance.  

Mentors can instill more confidence in their clients, by recognizing the talents within the individual.  
9. BENEFITS OF COACHING AND MENTORING
CIPD Research in 2004:

· Delivers tangible benefits to individuals and organisations (99%)
· Coaching & mentoring are key mechanisms for transferring learning from training courses back to the workplace (93%)
· Positive impact on an organisations’ bottom line (92%)
· Effective way of learning in organisations (96%)
	Individual Benefits
	Organisational Benefits

	· Learn to solve own problems

· Improve interpersonal skills

· Able to identify and act on own

     development needs

· Greater self confidence and self

     esteem

· Be more positive and assertive

· Greater self awareness

· Gain new perspectives and

         ways of thinking

· Acquire new skills & abilities

· Develop adaptability for change

· Improve work / life balance

· Reduce stress levels

	· Improve productivity, quality, 

     customer service

· Gain increased employee

     commitment = retention

· Demonstrate commitment to

     employees: developing them

     & improving skills

· Support newly promoted 

     employees

· Change culture of org – less toxicity

· Support other training initiatives, to ensure the integration and application of new learning within the workplace.  



10. CRITICAL SUCCESS FACTORS
10.1   DO’S AND DON’TS

Do…

· Ensure external service providers can provide references, and proof of adequate training and experience

· Consider all factors within an organisation that would be affected by coaching and mentoring 

· Utilise a coaching or mentoring approach only when appropriate!

Don’t…

· Rush the process

· View coaching and mentoring to ‘fix’ people

10.2  COACHING AND MENTORING IN CONTEXT

Coaching and mentoring needs to be positioned effectively within the organisation, to ensure its’ success.  These 5 factors need to be considered:

A. OUTCOMES: Understanding the objectives
What are the outcomes desired by the client organization? Are the outcomes aligned to the business strategy? Do they concern leadership development, talent development and retention, change management or performance development?


The Coaching Centre defines two approaches to a coaching intervention:
Strategic or Transformational coaching, which is aligned to a long term business strategy, and is building fundamental, sustained change
Transactional or Tactical coaching, which is aligned to a short term tactical outcome (for example: to manage a specific change successfully – such as a merger/ acquisition, or a restructure) – rearranging the deckchairs
For each of these, a measure must be defined so that it can be determined whether the outcome has been achieved.

The measures would be for each individual (i.e. 360 degree appraisal, performance against targets) as well as the organization as a whole (i.e. Balanced Scorecard, culture survey, retention rates, return on investment)


B. CONTEXT: Understanding the company
What is the context in which the coaching will take place?  Is the organization in a growth phase or in crises?  What is the culture of the organization? Does it encourage learning and innovation?  Is it open to learning and sustaining learning? Is it ready for coaching and the consequences of coaching – that people will start thinking for themselves and innovate (and maybe challenge traditional thinking?)
C. CLIENT ATTRIBUTES: Understanding who will be coached or mentored
What are their attributes? How will they be selected? What levels of complexity do they work with? Are they ready for coaching / mentoring?  Will their individual needs be accommodated?  What is their commitment to being coached?
D. COACH/MENTOR’S ATTRIBUTES: Understanding who will coach
Who will be selected? Are they qualified and experienced? Are they capable of working at the same levels of complexity of their clients?  Do they coach/mentor within a rigorous process?
E. PROCESS: Understanding how coaching/mentoring will be implemented
What is the process?  What duration and how often?  How many sessions?  How will people be matched?  How will the intervention be communicated, to ensure client ‘buy-in’? How will the intervention be managed and measured?  What feedback will be provided to the client organization?

10.3   PROGRAMME PHASES:
The above factors are considered within the four phases of a coaching or mentoring intervention.
Stage 1: Co-Creation 
· Develop a comprehensive picture of the organisation’s requirements, and select an appropriate service provider.  

· Develop a Service Level Agreement, agree the coaching outcomes and develop measures to determine effectiveness and success.

· From this is developed an implementation plan, and communications plan – to induct delegates into the programme.  
· Roles are established: Champion, Sponsor and Coaching Coordinator, Key Account Manager and Project Manager.
Stage 2: Planning and Preparation
· It is very important to develop commitment by engaging all stakeholders, and communicating the plans effectively.   
· Select delegates: develop criteria for selection.

· Preparatory (Launch) workshops for all coaching delegates 

· Conduct initial measurement
· Select and match coaches / mentors according to delegates attributes.

· Delegates prepare goals for the coaching or mentoring
Stage 3: Implementation
· Workshops are held to train mentors.  

· Intake sessions are held: coaching/mentoring starts

· Delegates and coaches/mentors report progress

Stage 4: Measurement and Evaluation
· Outcomes measured and compared to initial measure, to determine success and Return on Investment (ROI).  A CIPD survey in 2006 found that only 9% of organizations have a formal process to evaluate effectiveness and ROI.  
· Kirkpatrick’s model of evaluation, used extensively in measuring training, can be adapted to evaluate coaching:

· Subjective reactions – the experience of the client

· Learning – the changes in knowledge and skills

· Behaviour – the actions of the client as a result of their learning

· Business results – what the business achieves as a result of the individual changes

· ROI – return on investment: the financial benefit of the coaching less the cost, divided by the cost.  

· Reflection on success and what needs to sustain learning
11.  LATEST TRENDS IN COACHING AND MENTORING

· Coaching = 2nd fastest growing profession globally

· Supply – variety of skill levels and experience 

· Demand – discerning clients who want advice, quality control and benchmarking on what to expect from service providers.  
· Professional organisations representative of coaching and mentoring
· Mentoring – increasing demand due to:

· Retirement rates

· Cutbacks requiring less people to do more

· Access to IT enabling e-mentoring, teleclasses, online support

· Globalisation – various branches of one company spread across the globe requires support in context of the culture, laws and local society. 
12.  HOW TO BECOME A COACH OR MENTOR

Would you like to become a full time practitioner coach or mentor, or add competencies to your current skill set as a manager / leader?

· Certificate, Diploma, Master’s Degree 

· In-house programme tailored to organisational needs
Explore the standards of professional competence – COMENSA, ICF, EMCC.  

What accreditation would you like?
Talk to coaches and mentors, and coach buyers – for recommendations, and to become more familiar with the industry, particularly in your area of interest / niche.

13. CONCLUSION

It is estimated in the UK, that 95% of organizations have or are using coaching, and the value of business coaching in the US estimates at $1 billion (CIPD, 2006).  This illustrates the extent to which coaching is prevalent in the global arena, and mainstream within the development of individuals and organizations.  

The qualities of coaching and mentoring that are particularly suited to SMME’s include:

· The just-in-time development approach, with a client-centered focus. 

· The flexibility of the process – it can be combined with many learning and development initiatives.

· Mentoring enables internal transfer of organizationally specific skills and knowledge in a sustainable manner.  

In today’s business environment, responses to change need to be sustainable.  Coaching and mentoring offer sustainable solutions, whereby the coach / mentor aims to design themselves out of the process, so that individuals and organisations can develop long term excellent performance that is self correcting and self generating.  
14. SOURCES

BOOKS

COACHING

	Super Coaching
	Graham Alexander & Ben Renshaw

	Effective Coaching
	Miles Downey

	Performance Coaching
	Ian Macleod

	Coaching to Excellence
	James O’Flaherty

	Coaching for Performance
	John Whitmore

	Behavioural Coaching
	Skiffington  & Zeus

	Time to Think
	Nancy Kline

	The Inner Game of Work
	Timothy Gallwey

	The Skilled Helper
	Gerard Egan

	Mastering Mentoring and Coaching with EI
	P Merlevede & D Bridoux

	Coaching, Counselling and Mentoring
	Florence M Stone

	The Art of Mentoring
	Mike Pegg

	Coaching and Mentoring
	Eric Parsloe & Monika Wray


LEADERSHIP

	The Spirit of African Leadership
	Lovemore Mbigi

	The New Leaders
	Daniel Goleman

	Working with Emotional Intelligence
	Daniel Goleman

	Executive EQ
	R Cooper & A Sawaf

	Leadership: The Care & Growth Model
	E Schuitema

	Leadership: The New Science
	M Wheatley

	Situational Leadership
	Hersey & Blanchard


WEB SOURCES

· www.comensa.org.za
· www.foundation-development-africa.org/africa_business_opportunities/mentoring_smme.htm
· www.thecoachingcentre.co.za
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“People support what they create and resist what they are excluded from”


 - Margaret Wheatley
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Organisational outcomes depend on the level of self awareness of individuals within the organisation.  

The shared vision can be implemented at organisational and individual levels










