


 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

Tayforth Coaching and Mentoring Project 2009  

This report documents the findings of the Scottish Social Services Learning Network Tayforth’s 

research about the extent and nature of the use of coaching and mentoring within Social Services 

organisations in Tayforth.  

The Research was conducted by a partnership of Adrian Snowball (Adrian Snowball Consulting) 

and Jan Miller (Workforce Matters) in collaboration with and on behalf of the Learning Network. 

  



FOREWORD 

 

The Scottish Social Services Learning Networks- Tayforth is one of four regional social services 

learning networks in Scotland, who provide an effective forum to enable workforce learning and 

development, which is a key contributor to improving services.  Tayforth is the geographical area 

covered by the following local authorities: Angus, Clackmannanshire, Dundee, Falkirk, Fife, Perth 

and Kinross and Stirling. 

Tayforth is funded by the Scottish Government to enable partnerships; sharing of knowledge and 

experience; facilitate new ways of working and promote sharing of resources across the range of 

social services employers and educators across the Tayforth area. 

This report supports two of our four key aims: 

 To bring together relevant stakeholders to agree strategic priorities and shared solutions 

for workforce development across the network’s area 

 To facilitate effective communication of policy, knowledge, information and good practice. 

One of the main ways in which Tayforth engage with the workforce is by holding workshops and 

events on particular issues of practice which our partners and stakeholders have raised as being of 

concern. Throughout 2008/9 significant numbers of those attending our events indicated that they 

would welcome more information on how other organisations use coaching and mentoring to 

support and improve workforce development.  

This piece of research was commissioned as part of our work to share existing good practice within 

Tayforth and to help other organisations consider the benefits of using coaching and mentoring 

within their own settings. We view this as a starting point and are mindful that there will be many 

organisations that we have not been able to reach within the scope of this small study.  

We welcome your feedback on this report and are planning a workshop in the New Year where we 

can consider how best to take forward the recommendations and share experiences of coaching 

and mentoring. We hope you find the report informative and useful.  

 

Anne Tavendale 

Tayforth Network Manager 

E: atavendale@tayforthsssln.co.uk 
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1: EXECUTIVE SUMMARY 

The Tayforth Learning Network Coaching and Mentoring Mapping Project was established to 

improve the Network’s knowledge of the extent of the use of coaching and mentoring in 

organisations in Tayforth.  The term ‘Tayforth Learning Network’ is used throughout the document 

as a shorter version of the Network’s full title: Scottish Social Services Learning Network Tayforth. 

The objectives and outcomes of the project are set out as follows:  

Objectives 

To identify: 

 The extent to which approaches to coaching and mentoring are being used in a range of  
social services employers 

 The models/approaches being used for coaching and mentoring 

 How coaching and mentoring is implemented within organisations 

 The extent to which coaching and mentoring models are integrated with wider workforce 
planning and development structures 

Outcomes 

A report outlining: 

 the extent of use of coaching and mentoring 

 the models/methods being used 

 the ways in which they are used 

 A brief literature review of the theory and methods of coaching and mentoring as applied 
to performance management and development, with a particular emphasis on the context 
of social services activity. 

 Recommendations for future TLN actions 

The project identified some common themes relevant to the use of coaching and mentoring; 

 Coaching and mentoring are more likely to be used in larger organisations. 

 General personal development is the most common purpose, although there is also a clear 

emphasis on the use of coaching and mentoring to support the development of 

management capacity.   

 Coaching and mentoring are mainly provided by first line managers who most frequently 

coach or mentor front line workers. 

 Objectives for coaching and mentoring are mainly set at individual level (line manager and 

worker). 

 Coaching and mentoring are mainly used in an informal way, with limited use of recognised 
models  

 Coaching and mentoring activities are not widely integrated with wider organisational 
objectives.   

 There is limited formal evaluation of coaching and mentoring activity 



Tayforth Learning Network Coaching and Mentoring Mapping Project 

4 

2: BACKGROUND 

The Scottish Social Services Learning Network Tayforth has been established, as one of four 

regional learning networks in Scotland, to provide an effective forum to enable workforce learning 

and development, which is a key contributor to improving services.  ‘Tayforth Learning Network’ is 

used throughout this document as a shortened version of the full title.   Tayforth is the 

geographical area covered by the following local authorities: Angus, Clackmannanshire, Dundee, 

Falkirk, Fife, Perth and Kinross and Stirling.   It is illustrated in green on the map below. 

Tayforth is a hugely varied area with a mixture of urban and 

rural communities, and thriving and often enterprising 

educational and service provision.   There are two cities, Dundee 

and Stirling, and many fairly substantial towns the largest of 

which are Kirkcaldy, Perth, Dunfermline and Falkirk.  There are 7 

local authorities (see above) and seven Further Education 

Colleges: Adam Smith, Angus, Carnegie, Dundee, Elmwood, 

Forth Valley, and Perth.  There are four universities in Tayforth: 

Dundee, Abertay, Stirling and UHI (the University of the 

Highlands and Islands, one of whose bases is at Perth College). 

Distance learning through Robert Gordon’s University 

(Aberdeen) and the Open University is also accessible to 

candidates in Tayforth.  The total population is over a million, of which over 440,000 are located in 

urban centres of over 20,000 people (Census 2001). 

2.1: TAYFORTH LEARNING NETWORK 

The aims of the Learning Network are as follows: 

1. To bring together appropriate stakeholders to agree and take forward strategic priorities 

and shared solutions for workforce development 

2. To enable social services organisations to engage with and inform national initiatives 

affecting social services workforce learning and development 

3. To act as a key mechanism for employer engagement with the objectives of the Sector 

Skills Council 

4. To facilitate effective communication of policy, knowledge, information and good practice. 

Tayforth Network partners wish to support employers to develop a strategic approach to meeting 

workforce planning and learning and development needs of their workforce.  This project has 

generated information about the extent and nature of the use of coaching and mentoring within 

organisations, and will complement recent research undertaken on workforce planning. 
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2.2: RESEARCH SCOPE, OBJECTIVES AND OUTCOMES 

This research had the following scope, objectives and outcomes: 

Scope 

This project covered service provider agencies within the Tayforth Learning Network area.  The 

focus was primarily on those agencies that use coaching and mentoring as a formal, structured 

part of overall workforce planning and development.   

Objectives 

To identify: 

 The extent to which approaches to coaching and mentoring are being used in a range of  
social services employers 

 The models/approaches being used for coaching and mentoring 

 How coaching and mentoring is implemented within organizations 

 The extent to which coaching and mentoring models are integrated with wider workforce 
planning and development structures 

Outcomes 

A report outlining: 

 the extent of use of coaching and mentoring 

 the models/methods being used 

 the ways in which they are used 

 A brief literature review of the theory and methods of coaching and mentoring as applied 
to performance management and development, with a particular emphasis on the context 
of social services activity. 

 Recommendations for future TLN actions 

There is an extensive theoretical base for coaching and mentoring, and there is an equally diverse 

range of approaches and methods.  For the purposes of this project the following definitions used 

by the Chartered Institute of Personnel and Development (CIPD 2009) were adopted; 

Mentoring 

‘Mentoring is the long term passing on of support, guidance and advice.  In the workplace it has 

tended to describe a relationship in which a more experienced colleague uses their greater 

knowledge and understanding of the work or workplace to support the development of a more 

junior or inexperienced member of staff.  Mentoring is used specifically and separately as a form of 

long term tailored development for the individual which brings benefits to the organisation’. 

Coaching 

‘Developing a person’s skills and knowledge so that their job performance improves, hopefully 

leading to the achievement of organisational objectives.  It targets high performance and 

improvement at work, although it may also have an impact on an individual’s private life.  It 

usually lasts for a short period and focuses on specific skills and goals’. 



Tayforth Learning Network Coaching and Mentoring Mapping Project 

6 

3: METHODOLOGY 

At the outset of this project a decision was made to use Prince2 Project Management Tools and 

methods.   

A Project Initiation Document was prepared outlining a detailed project plan and how the project 

would be managed and monitored.  A Project Board was appointed to oversee the work of the 

project.  The Learning Network Manager took on the task of Project Executive, whilst those 

undertaking the main research of the project took on the roles of project manager and consultant.   

It was decided that research would be conducted through the use of an on-line survey, using 

Survey Monkey tools.  Survey Monkey provides a useful way of gaining and analysing a large 

amount of information on-line. 

The link to the survey was sent to all of Tayforth Learning Network’s existing stakeholders as well 

as an additional mailing list of contacts, together with a short explanation of the project.    

The on-line survey was supplemented by a small number of detailed interviews with organisations 

known to be using coaching and/or mentoring, covering a range of service providers.   
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4: SURVEY RESULTS 

There were responses from 24 organisations to the online survey.  Invitations to contribute to the 

on line survey were sent to 141 service provider organisations, which represents a 17% response 

rate.  In addition to the online surveys 5 detailed interviews were conducted for the purpose of 

producing case studies illustrating how coaching is being implemented.  This report selects 

significant quantitative and qualitative information from the responses.  

4.1: THE ORGANISATIONS 

The survey asked respondents to select the most appropriate category for area covered using the 

following scale: 

 Very local (one small identifiable geographical area in Tayforth) 

 Local (just in one local authority area of Tayforth) 

 Regional (working throughout a large part of Tayforth) 

 National Scotland (working throughout Scotland) 

 National UK (working in Scotland and other parts of the UK) 

 International 

Of the organisations that responded to the survey, Figure 1 shows how they defined themselves:  

Figure 1: Area covered by organisations 

 

Approximately two thirds of the organisations represented operate within Tayforth, with the 

highest number operating in the local category (just in one local authority area of Tayforth).  

Responses were received from organisations working in the voluntary, private and statutory 

sector, with the highest response coming from the voluntary sector.  All local authorities in 

Tayforth responded to the survey. 
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Figure 2: Organisation sector 

 

About two thirds of the organisations represented employed more than 100 people. This may 

suggest that coaching and mentoring is more likely to be used in larger organisations. 

Figure 3: Workforce size 

 

85% of the organisations that responded used either coaching and / or mentoring.  A small 

proportion indicated that they did not use either, and were asked about plans to do so.  Although 

the responses are useful, the small number of the sample may mean that any inference about the 

potential for developing coaching and mentoring may be unreliable. 

Figure 4: Use of coaching and mentoring 

 

  

15%

27%

58%

Private sector

Statutory sector (local authority)

Voluntary sector

In which sector is your organisation

4%

8%

12%

19%

19%

39%

10 - 25

101 - 250

51 - 100

26 - 50

251 - 1000

more than 1000

How many people do you employ in total?

12%

15%

15%

58%

Coaching only

Mentoring only

Neither

Both coaching and mentoring

Do you use 



Tayforth Learning Network Coaching and Mentoring Mapping Project 

9 

4.2: COACHING AND MENTORING 

The survey asked respondents questions about the way in which coaching and mentoring are used 

within organisations.  The survey was complemented with a small number of interviews that were 

used to develop a series of case studies illustrating how individual organisations use coaching and 

mentoring.  Although the survey structure had separate sections for coaching and mentoring, the 

results from each have been presented together to allow for comparison and full discussion.  

4.2.1: Purpose 

The first question asked what the purpose of coaching and / or mentoring was in each 

organisation.  The results are shown below. 

Figure 5: Purpose of coaching and mentoring 

 

The options provided can be broadly categorised into three areas: 

 To support organisational development 

 To support individual performance management and development 

 To support management and leadership development programmes 

The most common purpose stated for both coaching and mentoring was ‘general personal 

development’ (93% for coaching, 73% for mentoring).  Coaching is used to develop management 

capacity more than mentoring, and it is of interest that mentoring was used by only 20% of 

organisations to support senior executive development.  Coaching is used more frequently to 

address issues of managing poor performance or behavioural change, whilst both are used to 

provide transition support. 
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Some of these results are in contrast to a recent Chartered Institute of Personnel and 

Development (CIPD 2008) survey on coaching, notably in relation to the use of coaching for 

developing senior executives. 

Figure 6: Comparative purposes for coaching – Tayforth and CIPD 

 

Both the Tayforth and national picture show that coaching is used to build the capacity to manage 

others, and is part of wider management and leadership development programmes.  However, 

there is a marked difference in the use of coaching to support senior executive development.  Only 

7% of the Tayforth survey indicated that they used coaching for this purpose, compared to nearly 

50% of the national survey.  This comparison also suggests that coaching has a more general focus 

in Tayforth, with over 40% stating that it is used for non specific performance development, and 

93% stating it is used for general personal development, in contrast to figures of 24% and 61% for 

the national survey 
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4.2.2: Identifying objectives 

Figure 7: Identifying Objectives 

 

Objectives for coaching and mentoring are predominantly set at the level of line manager, 

individual and coach / mentor.  There is a clear distinction between Learning and Development 

(L&D) and Human Resource (HR) teams; L&D specialists are more involved in objective setting, 

which may suggest that coaching and mentoring may be perceived as being located within the 

learning domain rather than within the more general HR field.  There appears to be limited senior 

management input into objective setting, which may relate to the limited use of coaching and 

mentoring for senior management.  A small percentage of organisations set no objectives for 

coaching and mentoring.  In both the national and Tayforth surveys objectives are more likely to 

be set at the individual level.  However, there is an interesting difference in the other categories; 

there is more involvement of L&D teams in objective setting than in the national picture, but less 

involvement of either HR or senior managers. 

Figure 8: Identifying objectives – comparison between CIPD and Tayforth 
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4.2.3: Responsibility for delivery 

Figure 9:Responsibility for delivery 

 

Line managers are the group with the most frequent responsibility for the delivery of coaching and 

mentoring, and it appears that they most frequently coach or mentor those who report most 

directly to them.  Slightly more managers coach people who do not report to them than mentor 

those who do not report to them. 

Learning, Training and Development specialists are responsible for coaching and mentoring in over 

50% of organisations.  HR teams are less likely to be responsible for coaching and mentoring.  

More use is made of peer coaching models than peer mentoring models.  Senior managers are 

more likely to be involved with mentoring than coaching.  There is limited use of external mentors, 

and no organisation reported using external coaches 
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There are again interesting comparisons with the CIPD research; 

Figure 10: Comparisons between Tayforth and CIPD survey  

 

Within Tayforth, there is much more use of line managers as coaches.  Nationally, much more use 

is made of specialist coaches, and as in the case of objective setting, HR teams are more likely to 

be used as coaches than L & D teams 
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4.2.4: Who is coached and mentored 

Figure 11:  Who is coached and mentored 

 

Not surprisingly the largest group to be coached or mentored is front line workers, followed by 

first line managers.  More use of coaching is made for managers, whilst there is a similar level of 

use of coaching and mentoring for front line workers (92% and 86%).  Senior managers are less 

likely to be coached or mentored.   

4.2.4: How coaching and mentoring are used 

Figure 12: How are coaching and mentoring used 

 

The way in which coaching and mentoring are used within organisations shows a distinct 

difference between the two.  The predominant way in which coaching is used is informal.  40% of 

respondents indicated that it was used informally in all parts of the organisation, and 33% said it 

was used informally in some parts.  Only 13% said it was used formally for staff support across the 

whole organisation.  The picture for mentoring is more balanced.  It is used both informally and 

formally in equal measure.  
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4.2.5: Use of recognised models 

Figure 13: Use of recognised models 

 

There is little use of recognised models for coaching and mentoring, which suggests that informal 

approaches to coaching and mentoring are the norm.  

4.2.6: Coaching and mentoring in organisations 

Figure 14: Coaching in organisations 
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Figure 15: Mentoring in organisations 

 

The responses to this question give further support to the view that coaching and mentoring are 

more likely to be used informally.  Mentoring or coaching is a formal part of a manager’s job 

description in a small number of organisations, and there appears to be little formal recognition 

for those people who act as coaches or mentors.  Coaching and mentoring are integrated into 

wider learning and development strategies, but less so for HR strategies, and about half of the 

organisations concerned do not link either with business goals.   

In addition, most organisations report that people are encouraged to use either coaching or 

mentoring, which lends weight to the view that coaching and mentoring are perhaps located 

within the context of individual development with a relatively little overt link to wider business 

goals 

4.2.8: Evaluation 

Figure 16: Evaluation of coaching and mentoring 
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Half of the organisations represented do not evaluate coaching or mentoring programmes.  27% 

do evaluate coaching.  If, as noted above, the predominant pattern is of informal approaches that 

do not use recognised models, and with objectives mainly set at an individual level, it may not be 

surprising to see little evidence of formal evaluation. 

4.2.9: Further advice 

Figure 17: Preferences for further support and advice from organisations that are using coaching 

and mentoring 

 

Most organisations who are currently using coaching and mentoring want more information about 

coaching and mentoring, in the form of briefings and newsletters, workshops or networking 

activity.  All of the organisations who do not use coaching and mentoring would welcome further 

support and information.  The survey also asked if those organisations which are not currently 

using coaching and mentoring had plans to do so.  Although there was low response rate in this 

category, most of those who did reply indicated that they would be using them in the future. 
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4.2.10: Summary of case study interviews 

Interviews were conducted with 5 organisations currently using coaching and mentoring.  The 

interviews focussed on the methods used, the reasons for implementation, the degree to which 

planned goals had been achieved and the impact on performance and morale. 

The GROW model was used by 3 of the organisations interviewed; the other 2 have developed 

their own approaches.  Mentoring and coaching are used; 

 to support workers undertaking qualifications (SVQ and HNC) 

 as part of formal induction processes 

 to help workers meet PRTL requirements  

 for professional development and performance management 

The organisations have been using coaching and mentoring for between 2 and 5 years.  It is of 

interest that initial impetus for starting to use coaching or mentoring came from individual 

workers who were qualified and enthusiastic.  Reasons for using coaching and mentoring include; 

 the provision of support for adult learners 

 improving recruitment and induction processes 

 extending the range of development activity 

 contributing to the development of a learning culture 

Goals for coaching and mentoring included; 

 successful completion of SVQ and HNC programmes 

 improvements in performance and learning 

The people who provide coaching and mentoring include SVQ assessors, practice educators, social 

workers, social care workers, managers and HR workers. 

Although most of the organisations interviewed thought it was too soon to produce a meaningful 

evaluation, one organisation had undertaken a formal evaluation with positive results.  The rate of 

non completion or SVQ programmes had reduced significantly, and this was attributed to the 

impact of coaching interventions.  There was also evidence of wider benefits resulting from the 

introduction of coaching and mentoring.  Where specific shorter term goals had been set, there 

was some evidence that there was also an increase in reflective practice, confidence, self 

awareness and decision making.  Managers reported that the use of coaching had helped to 

manage poor performance more effectively.  It was also noted that coaching had contributed to 

improvements in career management and retention.  It was recognised that coaching had enabled 

the people concerned to manage this process constructively and effectively. 

Responses to the question ‘If you were starting again, what would you do differently?’ included; 

 More time spent on planning and preparing for implementation  

 Developing an effective ‘marketing strategy’  

 Ensuring that coaching and mentoring were explicitly mandated by senior management 

 Ensuring that coaching and mentoring were clearly aligned with wider business goals and 
objectives 
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4.3: SUMMARY OF SURVEY RESULTS 

The project has identified that the use of coaching and mentoring is variable across the network, 

and that there are some common themes within the research.  Coaching and mentoring are more 

likely to be used in larger organisations, due perhaps to greater resource availability.  General 

personal development is the most common purpose, although there is also an emphasis on the 

use of coaching and mentoring to support the development of management capacity.   

Both are mainly provided by first line managers, who most frequently coach or mentor front line 

workers.  This is in contrast to the national picture, where there is more emphasis on senior 

managers and executive coaching.  Objectives for coaching and mentoring are mainly set at 

individual level (line manager and worker).  There appears to be limited senior management input 

into objective setting, which may relate to the limited use of coaching and mentoring for senior 

management. 

Within Tayforth, coaching and mentoring are located in the context of individual development, 

managed at local line manager level, with little formal organisational structure or strategy.  This 

may indicate that coaching and mentoring may be predominantly used within the context of 

supervision, with little reference to wider workforce planning agendas.  There is relatively little 

input or use by senior managers, which may explain apparent lack of linkage to business goals or 

wider strategy.  It is of interest that the case study interviews ensuring senior management 

involvement, and aligning coaching and mentoring to business goals were both seen as crucial 

factors in effective implementation.  

There is evidence to suggest relatively little use is made of recognised models or approaches, and 

that coaching and mentoring are mainly used informally, with little linkage to overall 

organisational objectives.  Both coaching and mentoring are more aligned with Learning and 

Development strategies than HR, and L & D practitioners are more likely to be involved.  This 

raises some interesting questions about the nature of HR and L & D in social services 

organisations, and the alignment and integration of coaching and mentoring with wider workforce 

planning initiatives. 

Allied to the use of recognised models and alignment with business goals is the extent to which 

coaching and mentoring are evaluated.  Even in organisation which use coaching and mentoring 

informally, there will be some resources used, and in a world which is increasingly focussed on 

evidence based practice the limited use of evaluation is somewhat of an anomaly.  It is clear that 

organisations engage in coaching and mentoring activity because they believe that it will be if 

benefit for workers and ultimately service delivery, but without evidence it may be difficult to 

justify both resource allocation and to encourage wider use of these approaches. 

It appears that coaching and mentoring are closely aligned with line management, and this raises a 

number of questions about the nature of coaching and the appropriateness of line managers 

undertaking these roles.  There is no doubt that in relation to performance management and 

development, the use of coaching and mentoring skills can be of benefit to line managers, but the 

question that has to be addressed is that of role definition and clarity.  Can a line manager 

undertake a coaching role with direct reports?  There are differing views to this question within 

the Network, and this may be worth further exploration.   
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5: IMPLICATIONS AND RECOMMENDATIONS FOR TAYFORTH LEARNING NETWORK  

In the context of: 

 increasing use of need for effective workforce planning,  

 the developing focus on leadership 

 probable reductions in resources 

 the need to demonstrate the effectiveness of L&D interventions 

It is questionable if the use of coaching and mentoring provides best value if used in a general, non 

specific way.  Without explicit input and direction from senior managers, coaching and mentoring 

are less likely to be aligned with business goals and strategic plans.  There is an opportunity for the 

alignment of coaching and mentoring with leadership and workforce planning, but this will need 

support and guidance. 

Coaching and mentoring are (cost) effective ways to develop skills and knowledge, and greater use 

could be made of these approaches to support leadership and workforce planning, but this 

requires a more structured and planned approach. 

Recommendations 

 The Network should encourage further sharing of information between stakeholders 

 The Network should disseminate the findings of this research, and emphasise the need for, 

and benefits of: 

 The use of recognised models 

 Evaluation of coaching and mentoring 

 Coordinating the use of coaching and mentoring with wider workforce planning and 

leadership development programmes 
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6: CONCLUSIONS   

At this point in the report it is appropriate to return to the objectives and outcomes that were 

established for the project and to examine the extent to which these have been achieved.   It is 

also useful to look at the challenges all of this presents for the Learning Network. 

Objectives 

To identify: 

 The extent to which approaches to coaching and mentoring are being used in a range of  
social services employers 

 The models/approaches being used for coaching and mentoring 

 How coaching and mentoring is implemented within organizations 

 The extent to which coaching and mentoring models are integrated with wider workforce 
planning and development structures 

Outcomes 

A report outlining: 

 the extent of use of coaching and mentoring 

 the models/methods being used 

 the ways in which they are used 

 A brief literature review of the theory and methods of coaching and mentoring as applied 
to performance management and development, with a particular emphasis on the context 
of social services activity. 

 Recommendations for future TLN actions 

The survey has provided useful data about the extent to which organisations make use of coaching 

and mentoring.  Most of those who responded to the survey were actively using either coaching or 

mentoring to support performance development and management.  There is a focus on the use of 

both approaches within the context of direct line management, but it appears that there is 

relatively little integration of coaching or mentoring with wider workforce planning approaches. 

The initial project plan identified a brief literature review of the theory and methods of coaching 

and mentoring would be produced.  However, given the limited use of formal methods of coaching 

and mentoring, and the responses to the question about further support, this outcome was 

changed. 

A brief guide to available resources will be produced in place of a literature review.  This covers 

current textbooks, online resources and relevant coaching and mentoring organisations, and is 

more likely to be of benefit to organisations who wish to further develop what they do, and to 

those who are considering using coaching and mentoring 
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APPENDIX 1: CONTRIBUTING ORGANISATIONS 

Avondale Care Scotland Ltd 

Gowrie Care Ltd,  

Falkirk Council Social Work Services 

ENABLE Scotland 

Fife Council 

Glencairn House Care Home 

Loretto Care 

Dundee City Council Social Work Department Staff Development Service 

Camphill Blair Drummond 

The Scottish Society for Autism 

Angus Council Social Work & Health 

Rivendelll Care Services 

Loretto Care 

Rossie Secure Accommodation Services 

Moncreiffe Care Home 

The Hillcrest Group of Companies 

Perth and Kinross Council 

Cornerstone 

Perth Association for Mental Health 

Carolina House Trust 

Cair Scotland 

The Salvation Army Social Services 

Clackmannanshire Council, Social Services 

Balhousie Care Group 



Tayforth Learning Network Coaching and Mentoring Mapping Project 

23 

APPENDIX 2: SUMMARY OF ONLINE SURVEY QUESTIONNAIRE 

Section 1: Organisation details 

1: Organisation name, contact details, size, sector 

2: Do you use coaching or mentoring 

Section 2: Questions for organisations that do not use coaching or mentoring 

3: Do you have plans to use coaching and mentoring in the future? 

4: Would you welcome advice and information about how others use coaching and / or mentoring to 

support workforce development? 

5: If you answered yes to question 4, what kind of support would be useful to you?  

Section 3: Coaching 

6: What is the purpose of coaching in your organisation  
7: How are coaching objectives are identified  
8: Who has responsibility for delivering coaching in your organisation 
9: How is coaching used in your organisation?   

10: Do you use any recognised model and methods for coaching and mentoring? 

11: If yes please provide details of the models/methods used 

12: Coaching in your organisation 

13: If the people who act as coaches receive any additional reward or recognition please give details 

14: Do you evaluate the programmes you use? 

15: Would you welcome advice and information about how others use coaching to support workforce 

development? 

16: If you answered yes, what kind of support would be useful to you?  

17: Please give brief details of any resources, textbooks or other materials about coaching that you have 

found particularly useful, and would recommend to others?  

18: Do you also use mentoring in your organisation? 

Section 4: Mentoring 

19: What is the purpose of mentoring in your organisation  
20: How are mentoring objectives are identified  
21: Who has responsibility for delivering mentoring in your organisation  
22: How is mentoring used in your organisation 

23 Do you use any recognised model and methods for mentoring? 

24: If yes please provide details of the models/methods used 

25: Mentoring in your organisation 

26: If the people who act as mentors receive any additional reward or recognition please give details 

27: Do you evaluate the programmes you use? 

28: Would you welcome advice and information about how others use mentoring to support workforce 

development? 

29: If you answered yes, what kind of support would be useful to you?  

30: Please give brief details of any resources, textbooks or other materials about coaching that you have 

found particularly useful, and would recommend to others?  
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APPENDIX 3: COACHING AND MENTORING CASE STUDY QUESTIONS 

 

What model or method of coaching do you use? 

What model or method of mentoring do you use? 

How long have you been using these methods for coaching and / or mentoring? 

Who is involved (as coaches / coachees or mentors/mentees)? 

What were the reasons for starting to use coaching or mentoring? 

What did you hope it would achieve? 

To what extent has it done so? 

Please tell me about any unexpected outcomes that have occurred? 

If you were starting again, what would you do differently? 

Do you have any evidence about how coaching and mentoring has affected the performance / 

morale of those being coached and / or mentored? 

Do you have any evidence about how coaching and mentoring has affected the performance / 

morale of teams? 

Is participation optional? 
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