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Executive summary

Within this report coaching and mentoring for the organisation have been discussed, and the benefits of coaching and mentoring are intangible/tangible. 
This report addresses the differences and similarities between coaching and mentoring as well as how they can be implemented into an organisation and the drawbacks that come with it. It has also shown how it can benefit internally and externally for the employee and the employer; furthermore, training managers with these skills would improve employee satisfaction and performance. 
Resilience and change management were discussed, as to why it is crucial to understand these drivers as they are the causes of change. The existing/emerging drivers are affecting these changes.
In this report, it is shown that the line manager as a coach would be less effective due to his challenging role and relationship with his colleagues because he is focused on target performance as well as discipline. There were also other models of coaching that may help the organisations mentioned. As well as two learning initiatives can improve employee engagement.
A peer coaching exercise using Landsberg's instant payoff model helped to understand what is required to plan for a session and, drawing on feedback and reflecting on what improvements need to be made as a coach to improve their own skills knowledge and providing a PDP.
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1.0 [bookmark: _Toc121324277]Introduction
The Researcher will be looking at the differences between coaching and mentoring and critically evaluating a line manager as a Coach/Mentor and the Skills and Behaviour.
How can organisations' coaching and mentoring build resilience and deal with change? Peer coaching exercises using Landsberg's instant payoff model will be used.
What are the benefits a Coach/Mentor provides and the tangible/intangible benefits it provides? There will be a few examples.
The key drivers of change are internal/external, which can be existing or emerging, as well as discussing the drawback line manager being a coach may face.
The Researcher will also evaluate his own peer coaching exercise. There will also be a personal development plan also highlighting his strengths and weaknesses and look at other coaching models
Other learning initiatives coaches can provide, as well as discuss coaching/mentoring within the organisation. 
The Researcher will be using a wide range of textbooks, websites, and journals, to conduct this report.



[bookmark: _Toc121324278]2.0 Main findings
Definitions of coaching
[bookmark: _Hlk121097279]Coaching and mentoring can help grow workers. Both are becoming more popular as organisations use them to increase employee skills, knowledge, and performance toward specified goals. (CIPD, 2021).
Coaching emphasises the "present" above the past or future. It enhances performance. We're not discussing the "coach as expert" paradigm. Instead, coaches teach. (Skills needed, 2017)
Famous coaching executive Max Landsberg said it might benefit self-development and others. He was getting the most out of teaching in the easiest way. His block technique. (Landsberg, 2015)
Definitions of mentoring
An experienced businessperson (the mentor) mentors a business owner or employee (the mentee). It benefits mentors and mentees throughout the business cycle. (Employment, 2020).
A more experienced employee mentors an inexperienced employee to help them improve professionally. It needs coaching skills, including questioning, listening, clarifying, and reframing. (CIPD, 2021) 
Similarities between Mentoring and Coaching 
· Both use most commonly one on one for building relationships 
· Both pursue improving a person's knowledge and skills 
· Both awareness and self-discipline are required 
(Lancer. Et al. l, 2016) 
Differences between the two
One-on-one coaching and mentoring improve skills, knowledge, and work performance. Coaching motivates employees, reducing turnover. It shows employees that the company values them and gives coaches and coaching recipients a sense of success. (CMI, 2021)
Coaching is shorter-term than mentoring, which is essential. In succession planning, a regional finance director may be mentored by a group-level equivalent for a long time to develop a strategy for interacting with the board, presenting to analysts, and disputing departmental budgets. (CIPD, 2021)
Time connects these notions. Coaching is more skill-based than mentoring, focusing on potential and the future. Coaching and mentoring are distinct yet often used interchangeably.

Comparing them to other learning initiatives
Wellbeing programmes  
Most people think that "well-being" involves having good feelings and moods (such as happiness and satisfaction) and no negative ones (like depression and anxiety). It also requires happiness, fulfilment, and skill. Being happy and healthy implies being optimistic and feeling well. Public health also values physical well-being, such as feeling healthy and energetic. Well-being has been studied in several domains.: (CDC, 2018)
· Emotional well-being.
· Domain-specific satisfaction.
· Economic well-being.
· Physical well-being.
· Social well-being.
· Life satisfaction.
· Development and activity.
· Psychological well-being.
· Engaging activities and work.
Pay and Work Coaching is another benefit of a wellness programme.
Money and happiness are complex.
Depending on criteria and comparisons, the CIPD 2022 Employee health and well-being at work poll revealed the top three benefits of organisations emphasising employee wellness:
Healthy and welcoming culture.
Work-life harmony.
Increased employee satisfaction.
Relationships
Happiness is best predicted by supportive connections, which is beneficial. Happy workers interact well. It will reduce retention and ROI if an organisation has huge staff turnover owing to lousy management that might have been averted with excellent practice, which would adversely harm organisational performance. (CIPD, 2021).
Employee Engagement Programs
Employee engagement is frequently part of a larger programme to develop, motivate, and retain employees. Examples: Career avenues for advancement. Employee of the month or high performer gift cards. (Reimer, 2021)

Tangible and intangible benefits of coaching and mentoring to employees and employer 
Any coaching program—for individuals or organisations—must identify workplace changes that may affect staff retention, productivity, or profitability for some.
Intangible advantages include improved relationships, cooperation, and dispute resolution.
It would also increase stakeholder communication, coachee confidence, work-life balance, and professional progression. (Coonan & Kim, 2021)
Benefits of a coaching
A coach may assist employees set objectives, devising methods and behaviours to achieve them, setting critical targets and success metrics, being accountable, and realise their full potential. Managers can coach employees on the job or one-on-one. In addition, management and employees connect with an external coach (Parsloe et al., 2016).
Benefits for mentoring
Having a mentor can help you start or grow a business. Mentors can help you develop leadership and problem-solving abilities. Your mentor can help you make confident decisions by discussing ideas and concerns (Parsloe et al., 2016)

[bookmark: _Toc121324279]2.1 multi-facing role Leader/ Manager/Coach /Mentor
One of your primary duties as a line manager is to develop your direct reports. However, how do coaching and mentoring operate best within a work team? Coaching and mentoring are two of the most influential and well-known approaches to supporting others in their development.
There are undoubtedly possible role conflicts, regardless of how you develop direct reports. (Clutterbuck, 2018) For instance, between
Being the one in charge of discipline versus being a helpful friend 
We have a strong voice in decisions about incentives and promotions vs having frank discussions about performance and careers. Concentrating on short-term results rather than medium- or long-term career objectives, it's crucial to consider coaching and mentoring as two positive interactions in a trust set to settle these disputes. Typically, mentoring will focus on topics on professional development and frequently emphasise role modelling. Unlike coaching, which focuses on performance and often entails giving the learner direct feedback, it usually takes a longer-term, much less task-focused view. The level of self-disclosure required in a mentoring relationship is typically far more profound than that of a coaching relationship. Therefore, it should be no surprise that mentoring a direct report is significantly more challenging than coaching them. (Clutterbuck, 2018)
Benefits and drawbacks of line manager as a coach/ mentor 
When a manager has little time to devote to training direct reports, it is especially critical to clearly define the coach and coachee roles. It is extremely easy to create circumstances where people who receive coaching/mentoring as having an unfair advantage. Because coaching focuses on more immediate problems, it is much more likely to be allocated unfairly. (Clutterbuck, 2018)
[bookmark: _Hlk121088537]It enables line managers to ensure that work completed benefits the employee and the organisation. Ensure the tasks are empowering to the employee and aligned with organisational goals. Employee development involves pushing their limits while providing the assistance they need to advance. (Clutterbuck, 2018)
Two of the Skills required to be a successful coach/mentor 
Firstly, questioning skills would be essential to learn when coaching or mentoring, for example, when asking questions to understand and gain awareness of any situation and to be able to provide support. (Nieuwerburgh, C. van (2020)

[bookmark: _Hlk121324110]Secondly, Intuition skills would also be essential to learn when coaching or mentoring. For example, the coach/mentor must actively listen to their coachee/mentee, which will provide their energy and behaviour to be measured through the intuition of the coach/mentor. (Nieuwerburgh, C. van (2020)



[bookmark: _Toc121324280]2.2 Definition Resilience and Change Management
The capacity to overcome adversity and recover from challenging life experiences is resilience. Being robust does not preclude stress, mental turmoil, or suffering from occurring. The capacity for resilience includes the ability to endure emotional anguish and suffering. (Hurley, 2022)
A change is an organisation's project, effort, or response to enhance work, address a challenge, or seize a chance. Every project, initiative, or improvement to an organisation will almost certainly impact how personnel conduct their daily tasks. (Armstrong, M. 2007)

Existing drivers of change 
· Challenging trading condition
· The environment 
· Politics
· Social change
· Economy

Emerging drivers of change
· Growth opportunities 
· New markets
· Economic stability
· Technology
· Sustainability 
· Well, being
· Diversity
· Government legislations
First, examine what causes your transformation. These drivers can help you pinpoint your change. It is essential because misalignment internally or miscommunication regarding the scope or necessity for change can make change implementation challenging for everyone.
Anderson and Anderson (2001) list seven change drivers, starting with external factors and ending with internal forces.
External: Leaders are familiar with these drivers and will frequently consider them first when analysing the change's cause and impact. External drives may include meeting stakeholders' changing needs or aligning internal systems to save overhead expenses and improve information flow. (Anderson & Ackerman-Anderson, 2010)
Market Success Conditions
Essentials
Mandates
Internal: Harder to identify and describe; these drivers could lead to project failure if ignored. Success requires addressing internal and external drivers. Overfocusing might cause issues.
Leadership and Employee Mindset
Most projects start with an external driver that triggers an internal driver.
[bookmark: _Hlk121112013]For example, The Coaching Capabilities Skills programme for senior nursing leaders in healthcare reduced employee fatigue, incivility, and attrition. Onboarding, mentoring, coaching, and transformational leadership skills were taught to care for, inspire, empower, and instruct individuals and teams. (Crampton, 2022)
The most apparent description of how frontline managers should think was by a nursing supervisor at a hospital that empowers its nurses. However, this description applies to every organisation!
Another example is a retail company that also improved its shop managers' coaching skills, saw managers spending more time on the sales floor actively coaching and helping staff meet strategic goals. This company's productivity rose 51% in one location and 65% in another. (Crampton, 2022)
Amazon
The Amazon Technical Academy offers programmes to teach nontechnical personnel about software engineering employment. These training programmes will help Amazon, and non-Amazon workers feel secure in new responsibilities. In addition, associate2Tech trains frontline workers without I.T. knowledge for technical positions. Training is optional.
"We think it's vital to invest in our workers and to help them develop new skills and generate more professional possibilities for themselves," says Beth Galetti, Senior Vice President of H.R., on Amazon's training programme. (D' Sa-Wilson, 2022)
Randstad
What the company does: Randstad U.S. is one of the leading U.S. staffing firms, offering weekly temporary-to-hire and permanent placement services to over 100,000 workers through its network of over 900 branches and client-dedicated sites.
5,300 corporate workers. Programs: Certification, new manager skills, effectiveness, leadership development, communication and presentation skills, mentoring, and coaching.
Why the employer gives this perk: "We cherish our workers and support their professional progress and career mobility within the organisation," says Michelle Prince, senior vice president of people management. "Randstad personnel succeed via professional development." (Thottam, 2022)

[bookmark: _Toc121324281]How poorly managed change impacts organisation.
Effects of ineffective change management
Costs and effects associated with poorly managed change can be substantial. They consist of financial losses, a loss in productivity and performance, a decline in the quality of work, lost time and resources, difficulty retaining employees, and an increase in employee sickness.
Low employee morale inefficiency and impact on consumers and suppliers lost prospects.
Consider the harm to your company's brand, the loss of credibility, and general change fatigue. See change management's significance for business continuity. (Denton, 2022)
Examples
HMV
Popular 1990s CD, VHS, and video game store HMV.
Digitization slowed innovation. HMV questioned internet music stores and downloads. Management believed their brand and committed customers loved the shop floor experience. (Pugh, 2019)
Toysrus.com
Toys R Us and Geoffrey the Giraffe were part of practically every childhood, with a jingle that worsened with age.
Toys R Us Limited was declared insolvent on 28th February 2018, owing £15 million in taxes. Fortune magazine said in November 2018 that Toys R Us' absence from the holiday season left a $4 billion market gap that other retailers exploited. (Valuer, 2022)

[bookmark: _Toc121324282]2.3 Reflection
Kolb's cycle shows that we can draw relevant information and gather specific ideas to reflect on coaching the next time we do a coaching session.
 How can we improve the techniques for questioning methods and approaches that may help a person change to understand people's needs? Directions are different, align goals, and help them make changes. When coaching, we should not ask direct questions but rather explore areas where they wish to convey what they are going through to assist them in answering and acting. (Stice, J. E. 1987). 
[bookmark: _Hlk120973693]The OSKAR Coaching Framework helps you focus on issue solutions rather than causes. Acronym Stands for Outcome, Scale, Knowledge, affirm action, and Review. Grow model GROW unlocks meeting, discussion, and leadership potential. Sir John Whitmore and others created GROW in the late 1980s. It's the most popular problem-solving, goal setting, and performance-improvement coaching paradigm. (Passmore, 2016) 
Sir John Whitmore's ground-breaking coaching method powers the GROW Model. It includes Coaching for Performance and GROW Training for Leaders. GROW coaching involves Goals, Reality, Options, and W-ill. Coaching questions may quickly raise awareness and accountability in each area. (Passmore, 2016)
G: aspirations and goals
R: internal and external challenges, the current situation
O: Opportunities, strengths, and resources A
W: Accountability and actions. 

My peer coaching experience 
If I were to improve my skills as a manager, I would learn the techniques and styles that acquire me to develop specific skills and styles to teach me how to assist others by allowing them to find their way instead of me directing them. Through this peer coaching experience, I have learned that there are grey areas where I can improve the knowledge skills that I don't possess and use the skills of listening and asking specific probing questions that may lead to answers without asking directly. I can also play the role of coaching others and understanding people's behaviours and attitudes. And learn to reflect on the sessions so improvements are measured as the observer's notes suggested.
The duration of the meeting could be slightly extended. Still, overall, it was a good scenario, well-acted. A good understanding of open and closed-ended questions was asked, and a good flow was maintained. That Good skills were demonstrated 
Using Kolb's cycle of reflection theory to reflect on my experience as a coach, I have first experienced how to plan and organise the meeting and understand the questions I will use for the scenario. In addition to how a coach would coach a coachee, I have understood how coaches help build towards the coachee's goals and how actively listening to a coachee is essential to understand the coachee's problems. It has also highlighted areas where I can improve my skills as a coach by the experience providing an understanding of the skills needed to be improved. For example, the observed notes suggest I could enhance the duration as my session only lasted 7 minutes. The observer also mentioned that I used good open and closed questions and appropriate pauses, which contributed to showing me as a coach having a good understanding of how to deal with the coachee and manage a conversation with them by allowing them to come up with their solution. And highlights that I could build a good rapport with the coachee.
See Appendix for PDP.






[bookmark: _Toc121324283]3.0 Conclusion
Coaching and mentoring programmes are common in organisations but managing and delivering them is difficult. When coaching is (or is not) an effective remedy for mediocre performance, how to work successfully with a complicated external coaching sector and manage stakeholders in the process is often unclear. For top managers and executives, external mentors may be costly. Line managers frequently request internal coaches. Peer teaching, especially by experts, is possible. They recognise organisational change drivers.
Today, companies must recognise the relevance of specific business demands, the obstacles they confront, and the benefits of adopting changes in new markets.
Businesses must innovate to increase output. Coaching and mentoring may improve employees' well-being and help them develop their abilities, resulting in a higher return on investment for the business. This adoption will also show employees the benefits of self-development. Using Models and theories can help organisations prosper.
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	NAME:
	Badsa Miah
	MEMBERSHIP NUMBER:       
	1815821

	COVERING THE PERIOD FROM:
	2nd January 2023
	TO:
	2nd April 2023



This record sheet is for your guidance only – you may present your development plan in any other format.

[bookmark: _Toc121324285]Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or "more of the same".)

	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 be?
	Target dates for review and completion

	I want to learn the questioning methods.




	Read coaching books and theories.

	Use family members & Friends
	Successfully able to conduct questioning methods. 
	 Monthly review /complete in 3 months 

	I am extending coaching sessions. 




	by expanding more questions 
	I will need to practice 
	Completing full sessions 
	ongoing

	Intuition skills need improving





	Active Listening skills
	Podcasts 
More coaching sessions 
feedback
	Successful listener 
	ongoing

	Coaching training programs





	Enrol on online courses
	Being available for the online courses 
	To become a better coach and be able to understand all situations
	Complete in 3months 
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