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· Cover purpose of report and areas you will address; 
· Provide an evaluation of the purpose and role of coaching and mentoring in an 
organisational context. 


Coaching and mentoring has been used in organisations to enhance skills knowledge and performance this paper critically evaluates other different learning interventions which are training and counselling the  looks at the skills and qualities of line managers as coaches , barriers of coaching in the organisation a reflection of the author’s  experience on coaching and aconclusion  on the future of coaching in the organisational enviroment


Purpose of coaching in an organisational context
Improve staff performance
Conflict management
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What is coaching?
Coaching is an organizational practice that Targets to achieve optimum performance and work improvement. It focuses on certain skills and objectives, yet it may also affect the traits of an individual, such as social contact or trust (Huffington, 2018). The coaching procedure usually lasts for a certain period. It can sometimes form the cornerstone of a continuous style of management. Coaching is an offline aid to transfers in knowledge, work, or thought from one person to another (Ahrens et al. 2020). Coaching is one of the most effective ways, such in-house development programs that often comprise an important part of coaching in a business.

What Is Mentoring?
On the other hand, Workplace mentorship tends to define a partnership where a more experienced person provides their great knowledge to encourage an inexpedient employee. It requires the ability to question, listen, and clarify and reframe, which also involves coaching (Choi, 2017). One significant difference is that mentoring is usually long term , relationship based, development driven – directive unlike coaching which is task based , performance driven- non Directive and short term.   An example of mentoring is where an established business owner may mentor a budding entrepreneur on how to source finances, issues of dealing with tax, and challenging issues such as staff recruiting and matter of staff mention. This process usually takes a long period and is more consultative and move beyond directive “telling” to learning from one another. It enables the mentee to share the knowledge and experiences of the established business owner (Celdrán et al. 2018). On the other hand, in coaching, the coach does not have to have direct experience, or knowledge of the subject coached unless specific and skills-focused.

Comparing and Contrasting
Coaching and Mentoring have many similarities. The first similarity is that both enable individuals to achieve their full potential. Also, both use questioning techniques to get a deeper understanding of the client to identify solutions and work out the best move to take rather than telling (Celdrán et al. 2018). This understanding is possible by observing, listening to understand the client, and taking suitable action according to the situation. Both processes also support clients in setting goals and methods of assessing and monitoring this progress.
Other Learning Interventions
The other learning interventions within an organization are training and counselling Training offers the transfer of new skills such as learning to operate sage software in the office environment or how to operate new equipment (Choi, 2017). The training is standard and relates to individual needs. Neither does it take into account the skills that are already available or the preference of learning. On the other hand, coaching is about suiting individual needs such as learning styles. Training is suited for knowledge and specific skills and does not consider factors such as personal qualities or knowledge already achieved. This process avoids duplication and unlike coaching and mentoring, where firstly it can focus on interpersonal skills. It also provides contacts and networks for further development, not only their career but also personal aspirations (Celdrán et al. 2018). For instance, if staff wanted a promotion or wanted additional skill, this can be identified in the coaching or mentoring session, unlike teaching. 
 
Coaching and mentoring are effective when used in conjunction with training. This conjunction ensures that critical skills get transferred to the work environment. Ultimately coaches and mentors transfer skills, and the client must implement them (Ahrens et al. 2020). Training is, therefore, a learning intervention that mainly focuses on organizational practices, processes, and structure. Whereas coaching and mentoring focus on interpersonal skills and have bespoke learning styles for different clients, more individual consultancy involves expert advice for a specific business problem. A notable difference in counselling  and other interventions is demonstrated in the four basic styles of helping by clutterback,D (2014) the tangible benefits to an employee and employer  of coaching is that it is ………the intangible benefits are 
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Elements of the line Manager Role are broad and can be narrowed into leadership ,Management and Coaching . In the leadership role involves in the future that is creating vision and identifying action in the present that will achieve this role additionally role modelling the working values and portraying the values of the organisation .


Drawbacks “

“The people I’m saddled with aren’t coachable.” ( D.  Coleman). 

Leaderships styles can be a barrier to coaching and mentoring success .  Some leaders have found this approach too soft and due to their  personal authoritative ways and it  being informal and does not respect hierarchy  some line managers find they are unable to assert their authority, additionally after working together teams develop norms and behaviours based on assumptions and mindsets that are practically inflexible (D.clutterback,2012) this results to resistance during the change process , Managers usually lack confidence in applying the new skills and can me mechanical and obvious in the case of applying any  models  they have learnt  such as GROW (Ferrer 2006) externally sourced coaches have argued that internal line managers cannot be coaches moreover coaching has been voted the least  favourite  style with manager saying that they simple don’t have the time and the process is too tedious.  In addition to this managers risk falling in ”parent and child roles lack of transparency for instance the employee not saying how long they tend to be in the organisation and the manager plans to reorganise the team causes a feeling of hidden agenda, conflict in employee confidentiality and the need for the manager’s  accountability for the welfare of the employee again another drawback is inequality on who get ‘sthe coaching  the risk of being blamed on being “picked on” or being left out is not a win situation.
Nevertheless the benefits of coaching to an organisation are enormous the return on investment (Roi) is impressive 
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A successful coach or mentor will need to embrace coaching themselves , be a good listener (Whitmore ,2017) and listen empathetically, paraphrasing , reflective mirroring, clarifying  not only encouraging self-expression  but also suspending judgement criticism and attachment he should be able to ask the right questions for example “ what will you do this works well with the GROW model and also help solicit other thoughts from every body for the good of the organisation furthermore the team members respect a manager who “walks  the talks” is a good role model and managers who shift their mindset from “know it all to “learn it all” (Line Manager Coaching | David Clutterbuck Partnership, 20120)
Other important values is emotional intelligence this can be discovered using the Johari window tool  that improves  interpersonal communication and managerial effectiveness by self-awareness the Johari tool was adapted by Joseph Luft and Hannington Ingram in 1955. 
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Change management is defined as a structured approach to transitioning individuals, teams and organisations from a current state to a desired future state. It can be applied to situations such as downsizing, introducing a new internal process or adding new technology. Research shows that actively managing change can increase the success rate of these initiatives”
- (Society for Human Resource Management, 2015)  

The existing and drivers of change can be internal and external  .   The external focus are PESTLE factors , market developments, sector developments, competitor activity customer feedbac,k and external quality requirements (CIPD2020)

Organisational internal drivers are
Internal Drivers:
New strategic objectives
New products or service developments
Work process changes
Technology requirements and developments
Organisational re-design
Key staff changes
Staff feedback
Changes in income streams
Health, safety and welfare issues
Quality requirements
Critical incidents

How coaching can provide change
[image: Diagram
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Diagram 1

The Kubler Ross Change Curve  illustrates  the stages of change during this stages coaching can be invaluable in bounce back process of employees during the change process  coaching has a key role in fostering trust by having forums of communication through coaching  open dialogue can be achieved to help people into transition and more importantly employees have the opportunity to shape the change as coaching is non -directive  they will be talking more.  In the Denial stage employers have the opportunity to explain the process of the change during the anger process employers get valuable feedback, in the depression the managers have time to reflect and be non-judgemental while in the bargaining stage line manager need to listen non-judgemental and empathically in the final stage of the change line managers can have more follow ups, open dialogues managers and employees become more open to breaking up from the old ways
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“why is it when I ask for a pair of hands  I get the whole person “ Henry Ford


Gone are the days of command and control , the Autocratic leader is facing extinction(Hbr2019) and organisations must embrace other forms of learning and leadership styles  (“ hands off”  and “hands on to suit “the situations,)interventions to bring the best out of employees . By removing barriers to coaching for example changing mindset and including coaching culture in the work environment and employers investing in coaching initiatives will increase return in investment (ROI) by increasing staff retention, and bringing  the best of the individuals.  Reinventing line managers into coaching and mentors is the way forward  to successful organisations.
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