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Executive Summary
Coaching and mentoring is effective approach to employee development. Both coaching and mentoring are growing in popularity and many employers use them to improve the skills, knowledge, and performance of their employees towards specific skills and goals (CIPD, 2021). Coaching and mentoring is seen as learning intervention in an organisational context and is essential and necessary in an ever-changing and competitive environment (Kuruku, 2018). To accomplish the required tasks, coaching and mentoring can be used as a tool to give individuals the knowledge, skills, and attitudes they need to achieve the company's goals. Human resource advancements in the workplace are required as organisations strive to succeed in the competitive global marketplace. For this reason, leaders seek to create an environment in which each employee continuously improves their performance. This report and reflexion are intended to evaluate coaching and mentoring and other learning approaches used to improve individual and organisational performance. The report highlights the benefits of coaching and mentoring, including maximising team's contribution to the organisation's overall goals. It reflects the author's coaching experience. A Personal Development Plan is also completed to focus the author's goals on achievable steps in pursuit of personal growth and improved knowledge, skills, and experience related to coaching and mentoring. 
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Introduction 
According to Grant (1999), coaching is a collaborative, solution-oriented, results-oriented systematic process that promotes job performance, life experience, self-directed learning, and personal growth in the person being coached. It helps employees work through the difficulties affecting their performance (Pousa, 2017). Coaching aims at achieving optimal performance and improvement in the workplace. Although it focuses on specific skills and goals, it can also affect personal characteristics such as social interaction and self-confidence. The process typically lasts for a defined period or forms the basis of an on-going management style. In business terms, coaching means unlocking an individual's potential and maximizing their performance. It helps you learn more than it teaches (Whitmore, 2017). Coaching is held on a short-time basis, is task oriented and is performance driven. 
Main findings
1. Coaching
As per Clutterbuck and Megginson (1999), Coaching is a process by which coach, through direct discussion and guided activity, helps an individual to solve a problem, or do a task better than would otherwise have been the case. It is a learning activity with its own cycle of action, reflection, shifting awareness and reapplication. Coaching allows the coachee to reflect on the action and how it is impacted by other elements of their world – personal, systemic, physical, emotional, evidenced and assumed; to identify key issues and underlying motivations to create new ways of speaking, thinking, or applying their changed perceptions in planning and rehearsing alternative behaviours (Jenny and Sarah, 2016).
2. Mentoring
Clutterbuck and Megginson (1999) define mentoring as an off-line help by an individual to another in making significant transitions in knowledge, work or thinking. Workplace mentoring tends to account for relationships with more experienced mentors. An important difference is that mentoring relationships tend to be longer-lasting than coaching set up. Mentoring is conducted on a long-term basis, is relationship based and is directive. Mentoring, especially in the traditional sense, allows us to follow the path of older and wiser colleagues who can impart knowledge and experience and open doors to opportunities otherwise unattainable.  
3. Similarities and differences between coaching and mentoring
Both coaching and mentoring play an important role in building individuals and organisations. The similarities are as follows:
· Facilitate exploration of needs, motivations, desires, skills and thought processes to help individuals make lasting change.
· Use questioning techniques to facilitate an individual's thought process to identify solutions and actions, rather than taking a completely direct approach.
· Help individuals set appropriate goals and how to measure progress towards those goals.
· Observe, listen, ask questions, and understand individual situations.
· Apply tools and techniques, including one-to-one training, to facilitate consultation and networking and personal growth and change.
· Unconditionally positive respect for individuals.
· Supportive and non-judgmental of opinions, lifestyles, and aspirations.
· Encourage coachee to develop personal competencies.
· Help coachee avoid building unhealthy dependencies in coaching and mentoring relationships.  
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Coaching can be internal or external based on the need. 
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Coaching and mentoring has advantages on individual and organisational performance and has a substantial role to play in good communication, employee attitudes, knowledge management, change culture and financial awareness (Clutterbuck and Megginson, 2005).
4. Comparison between coaching and mentoring with other learning initiatives
Both coaching and mentoring are compared to other learning initiatives such as counselling and employee engagement programme. Counselling is a process of talking about and working through personal problems with a trained counsellor as a coach. In our case, the coach can help individuals to address their problems in a positive way by facilitating them to clarify the issues, explore options, develop strategies, and increase self-awareness. A coach does not solve coachee’s problems, but he/she works with them to help them find ways to solve their own problems. On the other hand, employee engagement programme is a tool that helps employees work with a sense of purpose, a deep commitment to the organisation, a commitment to excellent performance, a collaborative attitude, good communication with colleagues and managers. The purpose of coaching and mentoring is to take new approaches to improve a particular career or skill (Thipatdee, 2019). Three blocks are to be considered during a coaching such as Personal, Other people’s and Situation’s. In some cases, an Instant Pay-off Coaching Mentoring Model can be applied to allow the coachee to describe his/her current problem as well as describe the outcome while listing all the obstacles.  
As a learning solution, mentoring helps to develop diverse employees to remove barriers that hinder their success. Mentoring is a helpful tool when it comes to develop employees in ways that are additional to the acquisition of specific skills or competencies as well as when it comes to create a workforce that balances the professional and the personal. Cox (2018) concludes that coaching is task-oriented, and mentoring is relationship-oriented. On the other hand, Aylott (2017) infers that coaching is performance-driven, while mentoring is development-driven. 
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5. The tangible and intangible benefits of coaching and mentoring
Tangible and intangible results are observed on employees’ and employers’ behaviour. They may take time to emerge as the client thinks through the coaching conversation and gives meaning to the insights gained during the coaching session. People involved in the coaching may become more conscious of the results. A changed mindset can have far-reaching positive impacts on both the employee and the employer (Suzanne, 2018). The outcomes can be a good communication within the team, resilience attitude and adaptation to change, as displayed on the table below:
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Tangible and intangible results are observed on employees’ and employers’ behaviour. They
may take time to emerge as the client thinks through the coaching conversation and gives
meaning to the insights gained during the coaching session. People involved in the coaching
may become more conscious of the results. They may find that their previous behaviour is not
working for them and needs to change. A changed mindset can have far-reaching positive
impacts on both the employee and the employer (
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Both coaching and mentoring can be compared to two other learning initiatives such as counselling and employee engagement programmes, as shown on the table below: 
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Counselling is a process where a counsellor provides assistance and guidance to a person in resolving personal or psychological problems (Anuradha, 2021). 
Line manager as a Coach/Mentor
A line manager must be able to build relationships that foster trust and respect in the workplace to allow employees to improve performance, resolve conflicts, and be motivated when working in teams (Carter, 2017). Dannahy (2018) states that asking open-ended questions is the most effective style and helps coaches broaden their horizons before reaching a solution. This requires line managers to maintain an introspective mindset to help leaders solve problems. A line manager is the most important person in an organisation as he/she motivates, supports, and assists employees to maintain and improve their performance. Therefore, they need to be able to listen as they gain insight, build relationships, and demonstrate empathy (McCallum, 2020). 
Change management
Change management is defined as a structured approach to transitioning individuals, teams, and organisations from their current state to their desired future state. Change may be regarded as one of the few constants of recorded history. Often society’s winners, both historical and contemporary, can be characterised by their common ability to effectively manage and exploit change situations. Management and change are synonymous. Any organisation that ignores changes does so at its own peril (Robert and James, 1992). Coaching can help those who are afraid of change understand what is causing it and how to manage it. Change management is the process, tools, and techniques to manage the people-side of change to achieve the required business outcome. It incorporates the organisational tools that can be used to help individuals make successful personal transitions resulting in the adoption and realisation of change (Frank and James, 2016). 
The existing and emerging drivers of change in the workplace
There are current and emerging business drivers that constantly change the landscape, forcing many organisations to review and update their organisational framework. Those that recognise and act on these drivers and successfully introduce change survive and are very successful. Those that ignore these drivers or are poor at introducing change become ineffective and usually end up either losing ground to the competition (DEStech, 2012). The existing and emerging drivers of change in the workplace are listed are follows:
· Strict regulations
· Asset management 
· Higher customer expectations
· Growth in population or market share
· New generation of workers (Generations X and Y) 
Coaching and mentoring in building resilience
Resilience refers to positive adaptation, or the ability to maintain or regain mental health, despite experiencing adversity. The central issue of resilience is how to withstand adversity without affecting physical or mental health. Personal factors such as personality traits, place of internal control, self-esteem, cognitive appraisal, and optimism all appear to contribute to resilience. Demographic factors, social relationships, and demographic characteristics are associated with resilience differently depending on how resilience is defined. Coaching makes resilient leaders. Resilience coaching focuses on building personal wealth. To build resilience skills, the growth process must be celebrated enough. This helps establish a baseline of resilience skills (Kamins and Dweck, 1999). 
Helping clients focus on processes they have previously used to overcome adversity based on the protective factors below:
· Optimism – expecting change to have positive outcomes, if looked for them.
· Self-assuredness – a strong, realistic view of their own capabilities to manage new or difficult situations.
· Focus – being able to establish and work to clear priorities, even during uncertainty.
· Openness to ideas – they look for and are positive about applying new thinking.
· Willing to ask for support – they are not afraid to ask for help when they need it.
· Structured – they step back from problems or changes and envision flexible plans to address them (for example, with alternative scenarios)
· Being proactive – they prefer to initiate change rather than be overtaken by it.
How can poorly managed change impact the workforce?
Poor change management refers to organisational change management that is poorly planned, communicated, supported, or managed. Poorly change management manifests itself in costs and risks that affect both the project and organisational levels. Poor organisational change management includes not consulting employees about changes in the workplace that affect them (e.g., not communicating with employees about changes or seriously considering employee opinions); or lack of practical support for employees to implement workplace changes. Poor change management can result in stress reactions that, if frequent, prolonged, or severe, can result in physical or psychological injury to workers and can increase the risk of harm (WorkSafe, 2022). 
How does building resilience, through coaching and mentoring, help the workforce deal with change?
Building resilience through coaching and mentoring helps the workforce deal with change by implementing a mindset shift to foster innovation and a culture of change. This also fosters good communication, conflict resolution, personal growth, increased understanding of diversity as well as relationship improvement. 
Reflexion on my experience as a Coach
For me to be an effective and successful Coach, I had to be: 
· Inspiring – I had to help my coachee to see what is possible for him in his career, both in the present as well as the future. 
· Energising – by using effective communication and encouraging a ‘can-do’ attitude, I managed to keep the level of energy up for    the coachee as he pursues his goals. 
· Facilitating – my coachee’s role was just as important as mine and he was likely to have important insight into his own situation.
· Performance – improving performance means for me reaching for greater effectiveness or efficiency. This involved learning and development.
· Learning – I managed to teach my coachee a new habit that would help him to reach his goals.
· Development – I knew that any time I help someone to increase their abilities, their confidence, their understanding, or their self-awareness, I am helping them to develop.
Gathering the above qualities, I made the poor performance of my coachee my own responsibility. I looked at poor performance as a failure to provide some information, examples, encouragement, or other resource to my coachee, and I planned to coach him towards reaching that potential.
For my coaching session, I received an employee who was feeling he wasn’t appreciated by his line manager, and I identified in him a lack of resilience. So, we worked on this matter using GROW Model because of its relative simplicity and logic that makes it easy to understand and adopt yet organised in a way to encourage results. GROW Model is used to help teams and individuals improve performance, solve problems, make better decisions, learn new skills, and reach career goals. GROW is an acronym that stands for:
G-Goal  
R-Reality
O-Options 
W-Way Forward 
Using GROW Model as a coach/mentor, I asked targeted questions to support the process and the individual involved. I started with establishing a clear goal for a particular coaching session. Below are some questions that helped me gain clarity on the goal:
· What goal do you want to achieve?
· What would you like to happen in working toward this goal?
· What will get you to that goal?
· What result are you trying to achieve?
· What outcome would be ideal?
· What do you want to change and why?
· How will you measure the results and determine the success?
This conversation helps the coachee understand exactly and clearly what their objectives should be (Polemis, 2020). This conversation was conducted by me to address some of my coachee’s present or recent past behaviour, but I mainly focused on where he should be going from this point forward. In our case, the coachee was unable to clearly express exactly what goals he had for himself in the future in terms of building resilience. With a feeling of being unappreciated, my coachee lost more energy and self-confidence at the point of saying that he was not good at anything. This led me to undertake the coaching into the following steps:
· Introduction: a reminder about our discussion a week ago about resilience material as on how to withstand adversity without developing negative physical or mental health outcomes.
· Describing the problem: Open questions asked too coachee about how to deal with the situation using the provided material to overcome low esteem caused by unappreciation from their line manager.
· Desired outcome: Solution suggested to coachee to always consider asking line manager what to do to show acknowledgement and consideration to line manager’s power. 
· Establishing obstacles/blocks – in coachee/in others/in the situation.
· In coachee: Based on coachee achievements in the workplace, I asked them to consider identifying the area where they would like to see improvement and change.  
· In others: Advise provided to coachee as of how to achieve they set goals of being promoted in one calendar year. 
· In the situation: Open question is asked to coachee to identify to available resources to achieve set goals. 
· Action plan: Recommendation done to coachee to meet line manager and discuss the matter and resources are recommended to coachee such as watching Ted presentations on resilience as well as listening to motivational speech on how to overcome anger, frustration, and low esteem. To close the discussion, an appointment is made to meet in 2-week time for evaluation. 
Personal Development Plan
Using GROW Model as a coach, I was able to identify my coachee’s strengths and weaknesses in the workplace and this abled me to believe that I could be more tolerant and resilient forwards my coachees. Despite that measure of success, I also needed to rework on feedback to ensure that my coachees are kept motivated and got enough energy to face adversity by developing resilience and adaptation to change. As for the future, I need to improve my listening skills as well as empathy. By doing so, I will be able to more consider problems in each aspect and provide good advice rather than misinterpreting coachee’s statements. Lastly, I need to rework on how to ask open-ended questions which are indispensable in a coaching session.
Conclusion 
Considering that ability to learn is indispensable for improving performance, especially as changes constantly occur in the workplace due to technology, pandemics, and different crisis. Therefore, there is a constant need of improvement thanks to coaching and mentoring, which help individuals and organisations to either acquire new skills or improve current skills for the modern workplace. Coaching and mentoring also give individuals and organisations a chance to reinforce the benefits of a performance management process to help them achieve set goals by strengthening relationships, raising awareness, supporting problem-solving as well as increasing insight to individuals’ behaviour in the modern workplace. Through coaching and mentoring, individuals and organisations acquire essential skills to enhance growth in an organisation. As learning interventions, coaching, and mentoring are not to be used as reactive actions as they could hide the underlying issue rather than bring a solution to it.   
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