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The differences… 

MENTORING COACHING 

•Mentor is often more senior and comes 
with specialist professional / 
organisational knowledge 

•Primary focus is work / professional 
Person 

•Ongoing more flexible relationship can 
last over long period of time with periods 
of little/no contact 

•Focuses on work based professional 
issues and career development 

•Mentor may offer advice, provide 
opportunities and introduce mentee to 
professional networks 

•Coach comes with specialist coaching 
skills applicable in a range of situations 

•Holistic focus ie whole person, work plus 
everything else 

•Relationship generally short/ medium 
term, sometimes timebound; sessions 
usually structured in nature with regular 
meetings scheduled 

•Focuses on specific goals or areas for 
improvement, often as much about 
holistic personal, as  professional 
development 

•Coach seeks answers from within 
coachee and does not offer advice  



Coaching is often described as an 

intervention that helps to unlock a 

person’s potential to maximise his or her 

own performance. The coach uses their 

skills to help an individual learn and 

come to their own solutions, rather than 

teaching them or directing them towards 

a solution. The answers are within the 

individual.  



Mentoring is described as a confidential 

one-to-one relationship in which an 

individual uses a more experienced 

person as a sounding board and for 

guidance. It is a protected, non-

judgmental relationship which facilitates a 

wide range of learning, experimentation 

and development and is built on mutual 

regard, trust and respect. 



Benefits of Coaching and Mentoring 

Both can be very helpful at time of change, 

helping to move forward a change agenda 

across an organisation and can be a useful 

support to learning and development activities 

 
• As early as 1997, a study was undertaken which examined the 

effects on productivity of one-on-one executive coaching in a public 
sector municipal agency in the United States. 

• This resulted in an often-quoted statistic that: “After training alone, 
the average increase in productivity was just 22.4%. When training 
was augmented by coaching, the average increase in productivity 
was 88%.” 



Benefits of Coaching and Mentoring 

The individual can learn to: 

• better solve their own problems and reduce 
stress 

• improve their managerial or leadership skills 

• improve relationships with others 

• reflect and develop themselves and gain 
confidence  

 

The organisation could see: 

• increased productivity and improvement 

• a more engaged employee  

 



Keeping good boundaries - a handy tool 

Adapted from the work of Robert Dilts and Milton Erickson 



Active Listening and Powerful Questions 

• What is ‘active listening’? 

• How do we know someone is listening? 

• What’s the most effective way to question 

as a coach? 

• Open questions: What? Who? When? 

Where? How? But Not Why? 

• Some examples of good questions  

 



Examples of Coaching Questions: 
What is your long term outcome? 

What would success look like? 

What are you hoping to achieve from the 

session? 

How will you know when you have achieved 

your goal? 

How will you know when the problem is 

solved? 

What is the current situation? 

What's actually happening? 

Describe the current situation. 

What is happening now? 

What is the result/effect of that? 

What evidence do you have of that? 

What choices do you have? 

What options can you choose from? 

What are the consequences of each 

choice? 

Which choices have the best 

consequences? 

What else could you do? 

What else can you do? 

Are there constraints?/Is this within your 

control? 

What if that constraint was removed? 

Who can make this happen? 

How can they do that? 

What are the benefits downsides? (of each 

option) 

What is the result/effect of that? 

What evidence do you have of that? 

What else will you do? 

Who can help you achieve your goals? 

What actions will you take? 

What will you do next? 

 



Exercise 1: Using the GROW Model (in pairs) 

Goal  What are you hoping to achieve from the session?  
How will you know when you have achieved your goal?  

How will you know when the problem is solved? 
Agree topic for discussion  
Agree specific objective of session  
Set any longer term aims 

Reality What is happening now?  
What, who, when? How often?  
What is the result/effect of that?  
What evidence do you have of that? 

Invite self assessment  
Offer specific examples of feedback  
Avoid or check assumptions  
Discard irrelevant history  

Options What else can you do?  
What else could you do?  
Are there constraints?/Is this within your control?  
What if that constraint was removed?  
Who can make this happen?  
How can they do that?  
What are the benefits downsides? (of each option)  

Cover the full range of options  
Invite suggestions from coachee  
Ensure choices are made  

Way Forward/ Wrap Up  So what will you do now, and when?  

What could stop you moving forward?  

How will you overcome this?  

Will this address your goal?  

How likely is this option to succeed (scale 1-10)  

What else will you do?  

Who can help you achieve your goals? 

Coachee commits to action  
Identifies possible obstacles  
Makes steps specific  
Agree support needed  
Commitment to actions  



Exercise 2: 
Speed Mentoring 
 

 

 

 

• 5 Mentors sit/stand in a small circle with  
 backs to each other, facing outwards 
• A Mentee joins each Mentor, positioned face to face with them 
• Working within these groups, the Mentee explains their issue, then after 

a minute, a signal will be given and the Mentor answers “In my 
experience...” 

• After a minute, another signal is given, the Mentees move on in a 
clockwise direction opposite to the next Mentor and they explain their 
issue for a second time. 

• Again, after the signal the Mentor gives their opinion “In my 
experience…” and so on, until they have moved around all mentors 

• The issue stays with the Mentee - so everyone will hear a number of  
 different Mentor views. 
 
   



Thank you! 
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