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Executive Summary 

Coaching and mentoring has allowed employees to feel valued, relationships can form and skills can be improved. In turn this can create a loyalty from the employer to the organisation. 
Coaching has become a powerful tool, it builds trust, openness and effectively this can lead to a strong and developing business.  
Mentoring can give a number of beneficial outlets to the workforce. Essentially if a mentee can gather the feeling of self-confidence, fulfilment at work and job satisfaction, this surely rubs off on to the mentor. 
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Introduction 

This report will define what coaching and mentoring means and how it can work well in the workplace. It will look at different framework techniques of coaching and give understanding of how this would work well for individuals to help with moving forward. This will also come under how resilience and change can benefit for organisations. Challenges can become a struggle when change happens, therefore, reading on it shall demonstrate how to overcome those hurdles.
Lastly the report will finish on a reflection about myself and how, a practical exercise of coaching helped me to understand a wider range of knowledge into how much work really does go into coaching an individual. The feedback that was gained, what would change can be considered in the future and the factors that need to consider gaining more experience will all be apart of this report. 















Main Findings 
Task 1
1880s was where the term coaching became apparent, this term was only associated with sports however as time went on, there were different meanings to the terminology. Fast forward (Morrison 2010) explains that in the seventies coaching took a different approach and started to get primary importance, people would now be employed to coaching staff. Nowadays coaching has become the pinnacle of any organisation, it is more monitored, coach and client has become a growth of positivity in the workplace and furthermore organisations understand they cannot develop without including coaching.  
Coaching points to deliver the best possible execution and development at work.  It centres on certain skills and the best outcomes it can also bear upon a person’s personal qualities these may include one’s confidence or how they socially interact with others. It potentially unlocks the coachees self-evaluation of themselves, it will only last for a short period of time, until changes have been made, and the individual feels confident enough to carry out their insecurities and concerns. (CIPD 2021).
Parsloe and Leedham (2016) suggests mentoring is to take someone under their wing and nurture them to solve difficult learning situations and to gather more understanding of an individual’s performance and skill set. This will enable to demonstrate the true person they wish to be. This can continue to be a much longer relationship.
There are many similarities between coaching and mentoring, they both cover  a one-to-one relationship, if this link continues to work well then, a rapport can be built upon which focuses a person’s development. An opportunity can arise to take on a learning and development plan and the meeting can come to ahead by both agreeing to personal goals and how they will be executed. A follow up is advised and this can continue to be several meetings. (SkillPacks 2021). 
According to (Kent State University 2017) they explain that the differences between both show timeframes are very diverse whilst coaching is more of a short-term goal, mentoring can be looked in a more extended journey.  Performance driven is important to a coach and development through one’s career stays with the mentor. Another difference includes the coach taking on stimulating questions and getting the individual to recognise different avenues of helping themselves and figure out the best solution. The mentee should be the one asking more questions to the mentor and getting as much advice and guidance as they can. 
Clutterbuck (2014, p.10.) draws out how the ‘Four Basic Styles of helping to learn’ will use this framework to assist mentors. It is a simplistic yet effective way to learn behaviours within the workplace.

                                                            Directive 

                             Traditional coaching	   Guardian 

                   Stretching                                                                Nurturing       

			       Networking          Counselling 

					Non – Directive 

The above correlates to an individuals needs. It focuses on learning and how one can be challenged and effectively stretched, the other side of this is nurturing, is this person being encouraged and are their needs being met? The mentor can move in any direction he/she deems fit as long as the observation matches with the learner at the appropriate time.  
Education & Training Foundation  touches on a model called ‘The instant Payoff’ this gives a quick method to solve the individuals concerns far more quickly. It combines both coaching and mentoring allowing a colleague to be more aware of the situation. Issues are raised, coach asks insightful questions, it becomes apparent blocks are keeping them away from desired goals, the stages of these blocks come under themselves, others and the situation itself. Therefore, solutions are now being probed and brainstorming is in full swing. 
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Another comparison is the ‘GROW’ model which is another simplistic framework it can help the coachee understand the different challenges correctly and recognise what measures should be taken to have the preferred result. The video (MindTools, 2019). According to Lea (2020) it comprises of 4 main areas in how a coaching session will unfold. 
· Goal – establish an objective 
· Reality – To be practical about achieving these goals and future goals
· Options – Explore and carefully consider any suggestions
· Will – coachee to commit to the outcome, use encouragement 

Many tangible and intangible benefits can occur in an organisation which revolves around coaching and mentoring. A tangible is something that can be touched therefore profit and performance can increase, lower absence rates and higher preservation are all very beneficial. The intangible parts cover a better morale, cultural changes and employees feeling valued. The excellent presentation (Thomas, 2021). 


Task 2 
Line managers take part in the smooth operation of daily tasks, and managing staff, they can oversee HR which helps with the team’s development. Managers appoint the line manager to take care of several tasks these include: 
· Rotas
· Customer Relations 
· Quality Checking
· Improving employees 
· Operational Costs 
Miller (2021) reveals coaching skills are utilized to offer help to achieve professional/personal goals. Communication and listening is vital, and providing the correct resources are also considered an integral part of coaching. 
UK Coaching Team (2019) demonstrates that the key to a positive behaviour consists of a preferred combination: Knowledge + Skill = Behaviour. This can be used to interact with people, practice facilitating sessions and personal understanding self. 

Task 3
To determine what resilience means, there is no greater word to define this than Bounce- back ability. (NHS Leadership 2021) understands to have  capability there is a need to adapt and grow following difficult situations of possible change or experiences. It also covers wellbeing which can alter due to numerous circumstances, however this is completely normal in any workplace for someone to feel mentally challenged following change, therefore it impacts on the term resilience. 
(CIPD 2021) explains that change management offers a series of methods to help guarantee change is effective. The change can arise in several different ways for example, customers, markets and technology. If change management is not handled in the correct way, it can cause damaging effects, so it’s imperative that individual experts recognize the skills and prepare themselves with change management proposals.  
There are 2 different approaches to manging the drivers of change. (Stowell 2021) clarifies using reactive and proactive can create more an opportunity and competitive advantage. Change makes reactive people uncomfortable and they have a hard time seeing a good side or the possibility of benefits that might arise. They tend to let the change pass them by quite fast, so in hindsight the change will work out better for itself.  The proactive approach however allows individuals to actively seek out change and reduce any risks that may lie ahead. It also permits others to seek different prospects  and how to influence them to concentrate on those areas of change they can guide. 
A PESTLE Analysis will help to determine the internal and external drivers of change and what areas can help maximise opportunities and minimise threats. 
Political – Laws, tax policies, elections and government stability
Economic – Unemployment, worldwide trends, 
Social – consumer opinions, advertising and demographics 
Technological – new tech equipment, software programmes and innovations  
Legal – employment, Introducing new laws and customer protection 
Environmental -  Local and national environment issues and Staff morale 
Using a PESTLE analysis is key to recognising these drivers of change. (DOMMCG 2011). While (CIPD expands this further by distinguishing the change of upcoming employment landscape which includes new job positions, skill gaps and job shifts.  (I’m your coach 2017) enlightens the reader by revealing that poor managed change can lead to dislike and cause conflict amongst the team , this can lead on to more revelations such as, plummeting wellbeing, not feeling valued and mental health can disrupt the role of the worker. 
(Waters, PhD 2021) clarifies that one to one coaching and mentoring works well than group level training as it can surpass any computer training programme. Coaching and mentoring as its own personal flair, having sessions can allow time to support, understand the persons queries, help to develop skills, use a certain framework technique and develop one’s strengths. However, change doesn’t happen overnight, it takes the strength of resilience and the right frame of mind to develop those traits. 
There are several solutions that can be considered when change can get too much for an organisation. In order for minimisation to take place, business need a plan in place to convey any transformation when it comes to employees or stakeholders. Goals are incredibly important as the worker can sense an achievement, when this goal is reached employees can think of other changes in the future. Ideas and questions are at the forefront of any change and this can lead to uncertainty, so this is where listening becomes an enhanced skill, and line managers need to be open-minded and address the matter in the relevant way. (Lindenberger Group 2018).  
In recent times Covid 19 has had a major impact on workers, wellbeing is now more than ever essential to an organisation. Coaching can really help on a personal yet professional level, building a compassionate role truly makes the other person feel valued. (Evans 2021). 

Task 4 
When the opportunity arose for me to perform as a coach as part of my learning development, I didn’t really understand fully of how I could use my knowledge of coaching to my best abilities. Getting others to come away from a coaching session feeling that they have been able to ultimately gain a light at the end of the tunnel, made me slightly nervous, as I wasn’t sure if I was the right person to get them there. Even though this coaching session was planned, that did not deter the fact that it needed to be the right questions asked, more open-ended questions, use of listening with exceptional  communicating skills and open friendly body language. All these things should be compulsory when in use, yet it seemed to come very naturally whilst in practice. Whilst an observer was in the room I was able to take away any feedback from the session, I learnt that when I leaned in to the coachee when it felt more personal and I showed I was concerned with their situation, I listened intently, there were plenty open ended questions to allow the other person to think about their situation in more depth before they could finally come up with a suitable solution and I made sure that there would be a follow up of the meeting to discuss any further concerns or to find out how the changes have been welcomed. With the extra feedback from my lecturer Julie Thomas, it helped me to gain more confidence, the response was a positive one and I learnt that  demonstrated good knowledge and understanding of coaching techniques, my questions were logical and I kept a fluid rapport by encouraging the coachee to guide them the way to the right results for them. 
McLeod (2017) explains that the Kolb’s Cycle is a 4-part circle which displays various learning styles it looks into an individual’s internal cognitive process. These 4 parts consist of  
· Concrete Experience 
· Reflective Observation of the new experience 
· Abstract Conceptualization
· Active Experimentation 
Dennison (2009) also confirms Kolb’s model takes on reﬂection, as a way of learning and the purpose of reﬂective knowledge in the planning for students who ae studying business for trade and management. I have discovered a newfound learning from this model as I am able to take away an understanding of a more accurate reflection. Without experience I wouldn’t be able what certain questions to ask or have a sense of what may be right or wrong. In the active experimentation part, I think I would need to focus more on what skills I may need to work on in the future. 
According to Landsburg (1996, p. 48-49), by using the Instant pay off model it can give very little time to complete a coaching discussion, however there is still a need for wanting to help the individual with the concerns they are facing. Having a problem can lead to 3 different blocks, the coachee themselves who may not have the motivation or know how, others who prevent the change showing stress and panic, and  lastly the situation they find themselves in with insufficient resources and deadlines . The coach needs to delve into these problematic areas and draw out the best possible outcome by letting the coachee brainstorm ideas which may have never been considered before.   
Creating a development plan can help to build leadership skills and enhance the workforce. It is an assessment on yourself IDP (Individual Development Plan) which enables the individual to improve and skills that may be lacking. (Indeed Editorial Team 2021).



Development Plan

	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 

	Gain more knowledge and understanding of coaching/mentoring others
	Know my workforce
	Check in with a hierarchy who can mentor me
	A one-to-one meeting, self-appraisal 
	Review every 6 months 

	
	
	Ask for feedback
	Make this a priority 
	Same as above

	Build confidence as part of leadership 
	Staying part of a leadership team and being shadowed 
	Ask fellow leaders 
	To take on a project and get feedback from my fellow leader and staff
	3 months 

	Time management over coaching sessions
	Clarify the concern and allow enough time to work through situation
	See if I can be part of a coaching session
	Participation and feedback 
	1 month



Using the Instant pay off model was an effective way as it gave the opportunity to provide a quick coaching session without having all the time or knowledge for it to become a full coaching sitting. 
However, I am slightly more drawn to the Grow model this effective framework consists of 4 main stages, Goal, Reality Options and Will (Hohnen 2021) believes on the significance of being aware and having a sense of responsibility on both parts so the GROW model can effectively be the correct results. Having the right questions and appropriate time, body language and demeanour will support the mentee with confidence and motivation. The GROW model helps people not only find solutions to their problems, but also understand their situations and explore their options.
I strongly believe coaching is not a quick fix, it takes time and resilience to overcome a series of various concerns that a mentee might be feeling, and in order to override these, there must be the correct framework to complete these challenges. In the future I would like to implement more change in coaching, (Kjaer Global ltd 2021) points out several future adjustments in the world of coaching, one of them being a new value universe, this brings to life the importance of wellbeing and seeking to find bigger prospects for individual to have more of a personal fulfilment. The other point is, play to your strengths, for me this shows how I can empower the real needs of individuals and the organisation, I want to be able to shape and mould someone rather than finding a quick solution and sending them on their way.  In hindsight I believe with more training, and guidance I could become an exceptional coach. 















Conclusion

Organisations must provide coaching and mentoring, it has become apparent with extra pressures in today’s society that it is an essential part for fellow employees, workers etc. However, using the correct framework to deal with issues, the coach or mentor must establish the most effective way to have a successful outcome. Changes can be very disruptive and off – putting,  however guidance and support is essential in making sure that there is a handle on the situation. 
Pondering over these thoughts, it is clear to understand coaching stays on task but also widens a coachees thought process by removing obstacles and allowing them to self-evaluate their own ideas.  Mentoring however can provide a safe space and  give the mentee time to seek out advice to someone who is more knowledgeable and trustworthy. There is no time scale and both can decide when the time is right to move on. 
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