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Coaching and personal development
One of the key support roles for implementing a comprehensive HRD strategy is that of mentoring and coaching. The words ‘mentor’ and ‘coach’ have been imported into organisational practice to refer to experienced and often senior employees who support and advise less experienced and often younger colleagues throughout their personal and career development.

Within this sub-theme we want to address current issues pertaining to these phenomena in organisations. We want to discuss the basis of a mentor/coach-protégé relationship such as mutual trust and the capacity to develop this over time, possibly into full friendship. Geiger, Dumond and Boyle (1995) argue that successful and sustainable mentoring relationships do not just happen. Even if an organisation has a workable mentoring system, the relationship will not be a productive one unless the mentor and mentoree or coach and coachee both understand their respective roles. These roles are of interest within this sub-theme and we welcome participants who want to discuss these issues with us.

Besides focusing on mentoring and coaching relationships, we want to pay attention to the skills required of a mentor and a coach which enable them to contribute to personal, career and organisational development. From previous research we know that good mentors and coaches are in general confident and clear, sufficiently senior, knowledgeable, supportive and easily approachable. Research or case presentations which focus on this topic are invited to participate.

Furthermore, mentors and coaches can have different roles. In general, vocational and psychosocial functions can be distinguished. The vocational function serves to aid a protégé’s career development. The psychosocial function assists in the development of self-concepts such as self-identity and self-esteem. By definition, mentors and coaches have substantially different roles. Mentors focus on the individual learner developing throughout his or her career or life. By contrast, the coach shifts attention to the results of the job, exploring specific problems with learners and setting out opportunities for them to try out new skills. Experiences and suggestions for best practices of mentors and coaches can illustrate the differences in roles between mentors and coaches. In addition, research in this area, both qualitative and quantitative, will be heartily welcomed. 

