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The purpose of the report is to analyse the similarities and differences between coaching and mentoring. To be able to do this, the report will be supported by academic evidence. At the same time, the importance of a line manager as a coach or mentor will be analysed using different coaching models such as GROW, OSCAR or the Instant Pay Off coaching. Even more than that, the of coaching and mentoring will be evaluated in relation to resilience building and organisational change. Lastly, the report will have a second part which will be focused on providing a reflection over the performance of the peer exercise as a coach. This part will also include a personal development plan which will be Created in order to develop coaching and mentoring skills. 
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Coaching refers to individual or group training by a coach on skill developing (Lawrence, 2019). The coaching process is usually needed when a challenge is present at the workplace (Kim and Park, 2020). The coaching is not considered to be a long term or a short-term process, but it is based on certain projects and the duration of the coaching depends on the goals of the project and how easy or hard those can be achieved (Gray, Garvey, and Lane, 2016). What is extremely interesting about coaching is that the coach does not need to have any technical skills or details about the job description of the employees that are being coached (Campone, 2015). This is because coaching always resumes at teaching other people soft skills, that can be applicable in any job and any situation (Campone, 2015). The soft skills are attributes and personality traits that help employees succeed at the workplace. Examples of soft skills are time management, communication, or resilience (Marin-Zapata et al., 2021). By further taking time management as an example, this is necessary in every profession, because people who have time management skills are more likely to get the work done faster and respect the deadlines (Truong, 2018). Therefore, if there is a problem of constant missed deadlines, a coach can help employees to develop or enhance their time management skills (Truong, 2018). 
Specialists have identified two types of coaching, which are both depending on who is the coach (Mea and Kassim, 2018). The first type of coaching is the internal coaching. This is conducted by an employee of the company, and it can formal or informal (Mea and Kassim, 2018). The internal coach has valuable information about the company, and, in certain cases, the coach can also have formed relationships with some of the coachees (Mea and Kassim, 2018).  While an internal coach is considered to be a savings solution as it is cheaper than an external coach (Mea and Kassim, 2018), its potential is often under review (Riddle, 2015). This is usually because of the already formed relationships at the workplace, which can affect the productivity of the coaching session (Mea and Kassim, 2018). On the other hand, the external coach is a person from outside the company (Riddle, 2015). The advantage of the external coach is that his coaching sessions could be more effective (Riddle, 2015). At the same time, his main disadvantage is that his lack of knowledge regarding the company’s culture might put him in a position where his suggestions or solutions are not applicable or effective (Riddle, 2015). 
Opposite to coaching, mentoring is a broader concept which is usually used for a longer time, and it can be used in different situations (Gray, Garvey and Lane, 2016). Mentoring sessions are made exclusively for teaching hard skills (Gray, Garvey and Lane, 2016). The most common type of mentoring is the training or shadowing, which both happen within the first month of employment (Mullen and Klimaitis, 2019). Mentoring is usually done by a person that is part of the company, and quite often by a person from the same department, that is a high performer in the team (Mullen and Klimaitis, 2019). 
What makes coaching and mentoring similar are the fact they are both meant to teach employees (Garvey and Stokes, 2021). At the same time, both types require a high level of attention from the participants to ensure that the information has been assimilated. In addition to this, both sessions can be done by internal staff (Garvey and Stokes, 2021). 
On the other hand, coaching and mentoring are also very different (Garvey and Stokes, 2021). While coaching is focused on soft skills, mentoring is focused on hard skills (Garvey and Stokes, 2021). At the same time, even if they both can be done internally, studies (Garvey and Stokes, 2021) have showed that coaching is actually more effective when it is done by an external trainer, which can be impartial and also can maintain a serious relation with the coachees. 
In an organisation, there are five main helping styles that can be performed (Clutterbuck, 2014). The first helping style is the coaching (Clutterbuck, 2014). The second helping style is known as guiding, and this related to the possibility of providing guidance into how to act or solve a problem without revealing the correct solution (Clutterbuck, 2014). This type of helping style improves the employees’ confidence and is suitable for those who can learn by doing (Geraedts et al., 2014). The third helping style is networking, and this refer to the socialising at the workplace (Clutterbuck, 2014). Networking is important because promotes teamwork, but it also creates the opportunity to ask for help or guidance from multiple colleagues (Wang, 2009). The third style is known as counselling, and this is helpful for employees to learn how to get through stressful situations (Clutterbuck, 2014). All the four helping style together form the mentoring, which often includes at least one of the helping styles (Clutterbuck, 2014). 
The benefits of coaching and mentoring are tangible or intangible (Nolan, 2007). Tangible benefits refers to those targets that are set up before starting the sessions and that can be measured (Nolan, 2007). An example of tangible benefits is represented by the productivity measurement (Perkins, 2009). Tangible benefits are mainly seen in mentoring, due to the focus on hard skills that can be measured (Joseph, 2016). At the same time, intangible benefits are those who cannot be measured or properly identified (Joseph, 2016). Given this, it is more likely for the coaching to have intangible benefits, because if focuses on enhancing or create soft skills in employees (Joseph, 2016). 
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Looking deeper into the internal coaching and mentoring, the line manager is usually a favourite to undertake these two (Yarborough, 2018). There are various reasons for that. First, it is more convenient and cheaper, because the line manager already has a salary, and he will integrate the sessions as part of his work (Yarborough, 2018). Second, the productivity is not affected almost at all, since the line manager will spend time with the team to motivate them or to teach then hard and soft skills (Yarborough, 2018). 
A challenge here is that the line manager can not have the proper skills to be a mentor or a coach (Hopkins-Thompson, 2000). Given this, it is usually recommended that the line manager can participate in mentoring and coaching sessions in order to be more prepared to do these sessions (Hopkins-Thompson, 2000). 
By looking at the benefits of having a line manager take the role of a mentor or a coach, the company can have more control over the sessions and can be supervised more directly (Bennett, 2010). At the same time, the company is likely to save a significant amount by the simple fact that they are already paying for the line manager and no additional payment is needed (Bennett, 2010). 
By looking at the disadvantages of having a line manager as a mentor or a coach, this might not have the desired results if the line manager is not well prepared and does not have the required skills to be a mentor or a coach (Hopkins-Thompson, 2000). Another disadvantage is the fact that the relationships between line manager and employees could be in the way of ensuring that the coaching or mentoring sessions have been efficient (Hopkins-Thompson, 2000). 
However, a main solution for the line manager to prepare for coaching sessions will be the applicability of a three coaching models (Carey, Philippon and Cummings, 2011). The first model is called the GROW model (Brown and Grant, 2010). This is an acronym for goals, reality, options and will, and each of these are important in delivering the coaching sessions (Brown and Grant, 2010). The benefits of using this model is because it is simple and direct, is focused on identifying the risks that can appear when working towards achieving a goal and it also found solutions for those identified risks (Brown and Grant, 2010). While this model is known to be very efficient, it requires that the coach that is applying have communication and problem-solving skills (Brown and Grant, 2010). At the same time, specialists argue that, in fact, this model is recommended to be used by an external coach (Brown and Grant, 2010). The reason for this argument is the fact that the external coach can bring fresh ideas on board and can identify different risks as well as different solutions (Brown and Grant, 2010). However, this model can be used by the line manager as well, however it must be taken into consideration the fact that it might not have the same results as if it was used by an external coach (Brown and Grant, 2010). 
The line manager also has the option of using the OSCAR model. This model comes as effective when the coaching is about personal development (Gilbert and Whittleworth, 2009). The main implication of this model is that the coachees will be helped by the line manager to set an achievable goal (Gilbert and Whittleworth, 2009). At the same time, a realistic understanding of the coachee situation and feeling is mandatory for this model to work and to adapt the plan of actions for each coachee (Gilbert and Whittleworth, 2009). What is the most exciting at this model is the fact that it also involves the review, which means that even after the main goal that has been established in the beginning has been achieved, a second look will be given to review the entire process and to identify if other choices were possible (Gilbert and Whittleworth, 2009). The skills that are required to successfully apply this model are communication skills, especially active listening, time management skills and problem-solving skills (Gilbert and Whittleworth, 2009). 

Finally, the line manager has another option that it can be used in coaching. The Instant Pay Off coaching is a model that offers immediate results (Kilburg, 2001). In this situation, the coach is only a guide for the coachee to identify the desired goals, the obstacles of achieving the desired goal, as well as the solutions, and to finally establish a clear direction that will ensure the goal is achieved and the issues solved (Kilburg, 2001). This model is a bit difficult to use by the line manager because it involves flexibility in letting the coachee identify its own direction and its own goal (Kilburg, 2001). Often, the coach might not personally agree with the coachee, but he must remain impartial and not get involved in a way in which he will change the coachee’s goal (Kilburg, 2001). 
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Resilience is known as one’s ability to quickly adapt to unpredictable situations (Aburn, Gott and Hoare, 2016). Change means an adjustment of the old process, into a new process (Mills, Dye and Mills, 2019). While both concepts appear to be similar, they are not (Mills, Dye and Mills, 2019). Even if resilience and change involve an adjustment or a modification, the resilience refers more to a person’s skills to adapt to the adjustment, while the change is seen as the adjustment itself (Aburn, Gott and Hoare, 2016). 
Change is a part of organisation, no matter if a positive or a negative one, changes are happening all the time due to factors that sometimes can be out of company’s control (Mills, Dye and Mills, 2019). For example, Covid has been an external environmental factor of the Pestle Analysis, which mainly involved negative changes in all the sector and in everyone’s lives (Choflet, Packard and Stashower, 2021). However, how quickly people adapted to the change and implemented special regulations like social distancing and lockdown, is a perfect example of resilience (Choflet, Packard and Stashower, 2021). 
The role of coaching and mentoring during change has an extraordinary importance because it offers guidance and reassurance while preparing the coachees to act accordingly and be prepared for the unpredictable (Gordon and Brobeck, 2010). In times of chaos that is created by a change, coaching is necessary to build resilience among the ones affected by the change, to make the transition easier (Gordon and Brobeck, 2010). An organisational example would be the case of NHS (Choflet, Packard and Stashower, 2021). NHS has been one of the most important organisations during Covid, however everyone had to adapt very quickly and implement health and safety measures (Choflet, Packard and Stashower, 2021). Therefore, the staff has been immediately trained on how to use special equipment and has developed a quick response to help the ones affected by the virus (Choflet, Packard and Stashower, 2021). 
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 To reflect over my execution of the peer exercise, the Kolb’s learning cycle will be used, which splits the reflection in four parts that are necessary to identify any gaps and potential recommendations (Tomkins and Ulus, 2015). The first stage is the concrete learning, and here I was the coach for a manager that struggled to achieve the monthly SLA’s due to poor planning. My reflective observation is that my guidance was appropriate where I did teach the coachee how to use Johari Window to prioritise the work, and I have also established a review session to check the progress. My abstract conceptualisation is considering the fact that I did not consistently apply any time of coaching model. This would have helped in better provide other solutions or letting the coachee to come up with its own goal and action plan.  In the experimentation process, I will need to further investigate the coaching models GROW, OSCAR and Instant Pay Off and apply them effectively based on the situation of the coachee. 
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria will be?
	Target dates for review and completion

	To apply the GROW model
	Look at tutorials and investigate the particularities of the model and learn about the best scenario to apply it.
	Literature reviews and maybe to watch TedEx or coaching sessions on Youtube for a practical experience. 
	Successful criteria will be the correct application of the model in a given situation.
	Every month the progress will be assessed.

	To apply the OSCAR model
	Look at tutorials and investigate the particularities of the model and learn about the best scenario to apply it.
	Literature reviews and maybe to watch TedEx or coaching sessions on Youtube for a practical experience.
	Successful criteria will be the correct application of the model in a given situation.
	Every month the progress will be assessed.

	To apply the Instant Pay Off model
	Look at tutorials and investigate the particularities of the model and learn about the best scenario to apply it.
	Literature reviews and maybe to watch TedEx or coaching sessions on Youtube for a practical experience.
	Successful criteria will be the correct application of the model in a given situation.
	Every month the progress will be assessed.
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To conclude, the role of coaching and mentoring in an organisation is extremely important because allows progress to be made. What is helpful for a coach and mentor to use is represented by the three main models, GROW, OSCAR and Instant Pay Off. The challenge with using these models are represented by the fact that the coach must have extensive knowledge about all of the models and to be able to apply them correctly. Unfortunately, even though I considered my exercise to be successful, none of the models were applied. Because of that, a personal development plan has been built to help me understand how to apply each of the models. 
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