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Executive Summary
This report has been requested by lecturer Julie Thomas and it will present findings about coaching and mentoring in organisations. 
In the main body of the report there will be presented the importance of coaching and mentoring in increasing employee performance and managing change.
The coaching models presented can be used efficiently in coaching processes and build resilience when organisations are facing challenges. In the conclusion it will be outlined what coaching and mentoring mean and why they are an asset in organisations.
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1.Introduction

The purpose of this report is to present the role of coaching and mentoring in an organisational context. There will be discussions about the differences between coaching and mentoring, models that can be used to be an effective coach (GROW, OSCAR and Instant Payoff model), skills needed to be a good coach and mentor and how the line manager can be a coach within an organisation.
In the last part of the report there will be presented the effects of change in organisations and how coaching and mentoring can build resilience through change, and a critical evaluation of own performance during the peer coaching exercise.
















2. Main findings

2.a) Critical evaluation of the similarities and differences between coaching and mentoring, and two other learning interventions within an organisational context.
Coaching is a method of forming a relationship between a management and an employee, resulting in a common understanding of what needs to be accomplished and how it should be accomplished.
One of the objectives of coaching is to improve the employee's capacity to address problems and concerns. Asking the proper questions, challenging the employee's thoughts, presenting new possibilities, providing extra knowledge that widens the employee's understanding, or bringing a different interpretation to a scenario are all ways to do this. Coaching allows employees to participate in the decision-making process.(MIT Human Resources)
Coaching is based on the premise that we already possess the solutions we require. The coach's job is to assist the coachee in obtaining these answers. Asking, listening skills, observing, and reflecting back are some of the verbal tactics used to accomplish this. (lifecoach-directory.org.uk)
There are a few well known coaching models like: GROW, OSCAR and Instant Payoff Model.
Graham Alexander, Alan Fine, and Sir John Whitmore, business trainers, established the GROW coaching model in the 1980s. GROW stands for:
· Goal.
· Reality (in the present).
· Options (or Obstacles).
· Will (or Way Forward).
To be able to use this model successfully several questions need to be asked like: What do we want to achieve? Which represents setting the Goal; where we are now? Establishing the current situation or Reality; What could you do? Establishing the Options available; and What will you do? This means finding a Way Forward. (Mindtools.com,2009)

OSCAR coaching model was framed in 2002 by A Gilbert and K Whittleworth and is a solution orientated model. OSCAR stands for Outcome, Situation, Choices, Actions and Review. This model is not able to determine the origins of certain behaviours, fear, or failures.

The Instant Payoff coaching model developed by M Landsberg consists of several steps:
-Asking the coachee to describe the current problem with specific examples
-Ask the coachee to describe the ideal outcome and set a vision
-Together with the coachee identify blocks/obstacles that prevent him/her to achieve the ideal outcome. Blocks need to be identified in three areas: individual blocks, blocks that exist in others and blocks in the situation.
-Brainstorm possible next steps, agree on the approach, specific actions and timing. (Landsberg,2015)

Mentoring is a term used in the workplace to indicate a relationship in which a more experienced person offers their expertise to help a less experienced colleague improve. It makes use of techniques such as questioning, listening, clarifying, and reframing.
The mentoring relationship is different from coaching by the fact that it is more long term, and it is most successful when the learning process is on both parts and encourages sharing of opinions and information.(Hayden,D and Haden S 2020)
Mentoring is the most cost-effective and long-term way to cultivate and develop talent inside your company. It may be used to push talented people, boost diversity training, and guarantee that information and expertise are passed down efficiently. As a result, there are multiple advantages to a mentoring programme: the mentee gets assistance in identifying and achieving objectives, and the mentor derives joy from assisting others in their development. Mentorship benefits organisations by improving employee performance and retaining talent. (Clutterbuck, 2014)

Employee development may be accomplished through coaching and mentoring. Both have become more popular, with many organisations using these tools to improve their employees' abilities, learning, and performance linked to certain skills and goals.
Both are development methods that rely on one-on-one interactions to improve a person's abilities, knowledge, or work performance. (CIPD, 14.06.2021)
              Although the terms "mentoring" and "coaching" are frequently used similarly, they do not represent the same sort of professional relationship. Employee learning and professional development that leads to better performance and the achievement of full potential are common goals for both. However, each has its own definition, purpose, job, strategy, and tools.(www.td.org, 2014) 
By developing and refining their skills—both professionally and personally—coaching and mentoring staff makes them more useful to your business. You demonstrate your truly care about their development and As a result, their trust and loyalty in you will increase.(www.brighthr.com, 2020)
By having coaching and mentoring programs in a company, there have been positive results observed and tangible and intangible benefits as: Teams are more motivated and enthusiastic about their jobs, they show improved capacity to persuade others and solve issues, so they demonstrate problem solving capacity, and demonstrate a greater emphasis on priorities and aligning other people with them, that improves team work and a sense of belonging within the organisation. (Ross,J. 2007)




2.b) Critical evaluation of the line manager as a Coach/Mentor

Many firms rely on line managers to supervise and manage staff on a daily basis, as well as function as a bridge between employees and senior management. Efficient communication, active listening, the ability to manage and delegate responsibilities, leadership, and organisation are all important talents for line managers to have. (F.John Reh, 2011)
In his article regarding coaching as a line manager, D Clutterbook makes some valuable remarks on how difficult it can be to combine the two roles . 
Teams and their supervisors create behaviour norms based on assumptions and attitudes that may be unexpectedly rigid after a very short period of time working together. And considering this, when a line manager tries to become a coach, opposition is unavoidable, because it pulls everyone out of their comfort zone. The manager is frequently unsure of how to use their new knowledge, so they implement whatever model they've been taught in a mechanical and evident manner. (Clutterbuck,2019)



          ‘If I give you my advice and it fails, you will blame me. I have traded my advice for       your responsibility and that is seldom a good deal.’ – Sir John Whitmore.

Thinking about this quote we can see clearly the skills needed to become a good coach. When using any model of coaching it is important that the coach does not “tell” the coachee what to do but lets him/her make the decision to act in a certain way. The coach has the role to develop feelings of awareness and responsibility using open questions and listening skills, by using these the coachee is helped to explore their own mind and in the end of the process to commit to a specific action. Any model can be used successfully by the coach to achieve good results GROW, OSCAR or Instant Payoff.(www.makingbusinessmatter.co.uk)


2.c) Critically evaluate the role of coaching and mentoring in building resilience and dealing with change


The term 'resilience' refers to our ability to recover when faced with adversity or a hardship. The capacity to adjust and develop in the face of adversity is known as resilience.
Our emotional and physical health and well-being are strongly intertwined. We all know that our physical health might change owing to a variety of causes. Similarly, it's natural to have feelings of sadness or difficulties after adversity, change, or struggle that affects our resilience.
There are different things that can help build resilience in employees :building relationships of trust, observable, present and supportive management, hope, a sense of belonging, motivation and belief that employees are able to deal with changes. (People.nhs.uk,2021)

By mixing mentoring and coaching in an organization, staff can improve performance, behave in a more positive way, and be ready for new career and organizational changes. Author Gary Hamel wrote, “The world is becoming turbulent faster than organizations are becoming resilient.” Coaching and mentoring are successful approaches that help people and organizations build resiliency. Mentors may motivate you to overcome obstacles and achieve success. They open your eyes to a larger range of possibilities, give helpful counsel to help you grow in your profession, and reinforce the fabric of resilience in both individuals and organisations. And coaching provides you with the tools needed to build resilience. (The Lindenberger Group,2015)
In the workplace, fear of change is a normal response. Uncertainty, fear of change, a loss of control, and a lack of participation all can cause resistance. Opposition to the process of change, how change is managed and resistance to the content of change are two types of resistance for example changes to specific procedures or technologies.
Lewin's model uses three stages on how to manage change: 
· Unfreezing - conquering resistance to change
· Changing - the change phase
· Freezing - come back to stability
If change is poorly managed staff can become resistant, leave the workplace, become demotivated, make mistakes. All these affect the organisation and decrease performance in the workplace.

2.d) Critically evaluation of own performance in the peer coaching exercise and PDP


In this section of the report I will reflect on my own performance as a coach in the peer exercise using Gibbs reflective cycle. 
The model consists of five stages: Description, Feelings, Evaluation, Conclusion Action.
Description:
-during our exercise each student was asked to do be a coach for another colleague. We each chose a subject and using the Instant Payoff model we started the coaching session. 
-the exercise lasted about 9 minutes from the 15 minutes we had available
-there was present me in the role of the coach, two more colleagues one as a coachee and one observer, and our lecturer.
Feelings:
   -It was a good experience for me to do this, the coaching model we had to use was different to what I have expected. I did not feel very nervous during the exercise as I am used to have these types of meetings with staff in my own workplace, still the Instant Payoff model made me hold back any opinions I had on the situation and allow my colleague to come up with the solution on her own and with little or no guidance.

Evaluation:
-The exercise was positive in a way that I managed to establish a good connection with the coachee, obtained useful answers and managed to develop a strategy and action plan at the end of the session
-As a negative I consider the session felt rushed, and possibly the subject could have been discussed in more detail.
-The coachee contributed a lot to the session, she was open and willing to share
     -I managed to use the model successfully and achieved the desired outcome.

Conclusion
-If I had to repeat this experience I would ask more detailed questions and allow the coachee to develop more on the subject.
-Also I would be more clear about the action plan and discuss that a bit more.

Action
-I will further study the Instant Payoff model and find examples on how each stage is applied in real practice.

I did enjoy the coaching exercise, and it gave me a new perspective on how with little guidance, listening skills and open questions valuable information can be obtained. This model I found to be empowering for a coachee as it allows them to be the main character in their own development, I found it increases self esteem and motivation and by these it increases performance in a workplace. The model was definitely effective.
Considering the other models I found it similar to GROW model, the difference is that Instant Payoff model is more detailed and less simplistic.
I find these strategies very useful and I will be able to apply them in my job, even if there is no clear coaching or mentoring policy in my workplace, I can use them in the induction processes and supervisions for staff.











PDP
	Name
	Mihaela Titiriga
	Student Number
	1815981

	Date
From
	September 2021
	To
	December 2021



Planned Outcome
	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 of review and completion

	What is coaching and mentoring
	Attend classes
Learn/find definitions
	Support from lecturer
Books
	Understanding the difference between coaching and mentoring
Gaining positive feedback form lecturer
	By the end of week one

	Coaching models
	Learn coaching models: GROW, OSCAR, Instant payoff
	List of books
Websites
Moodle
	Being able to use the coaching models effectively.
Receiving good feedback
	By the end of week three

	Coaching skills
	Learn about skills needed to be a successful coach
	I will need to practice on coaching models
Ask for feedback
	Having a successful coaching session. 
Good feedback.
Being able to use my skills in my own workplace
	By the end of the module



















3.Conclusion



It is critical to recognise that individuals and organisations are distinct. As a result, individual and organisational objectives differ greatly, but in any organisation individuals have common traits like they want to achieve results, develop, make decisions, feel valued. 
Mentoring and coaching can be individual activities, but can also be utilised in combination. Mentoring and coaching are open, honest interactions between the mentor or coach and their protégé that can take place with or without the involvement of line management. A mentor or coach serves as an "accountability partner" for their protégé. He or she will provide a fresh perspective to a particular talent or a profession as a whole.
Mentoring and coaching are not about lecturing, instructing, or telling someone what to do. Mentors and coaches have the responsibility of asking their protégé the proper questions in order to create increased self-awareness and better decision-making. Mentors and coaches aren't supposed to fix issues; instead, they're supposed to ask how the greatest answers may be found. (Michael, Alexa,2008)
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