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Executive Summary
This study explores coaching and mentoring in the business context, focusing on challenges and their impact on employee development. It discusses the pros and cons of these strategies, considering the various responsibilities of line managers in leadership, management, coaching, and mentoring.
The study underscores the significance of coaching and mentoring in navigating the dynamic corporate environment, highlighting their crucial role in building resilience and managing change at work. It emphasizes the importance of competent coaching and mentoring in mitigating the potential negative effects of poorly managed change on the workforce.
The research concentrates on the skills and practices necessary for effective coaching and mentoring, incorporating the Instant Pay Off Model. This model emphasizes maintaining a coaching mindset while giving coachees control over the conversation.
The report critically evaluates a peer coaching exercise using Kolb's Reflective Cycle, highlighting personal traits, areas for potential growth, and the benefits of coaching models like GROW and OSCAR.
The study findings demonstrate the adaptability of choosing the most suitable mentoring or coaching strategy for individuals or businesses. It stresses the importance of continuous professional development for those in coaching and mentoring professions and outlines the benefits of these practices for improving employee well-being and corporate success. 
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[bookmark: _Toc151427183]Introduction
This research delves into the dynamic field of coaching and mentoring within business contexts, exploring associated disadvantages. The study investigates how various learning practices contribute to organizational resilience and successful change management, emphasizing the critical importance of these practices. It examines the drivers of workplace change, defines terms such as "resilience" and "change management," and assesses the impacts of poorly handled transitions on employees. The study also scrutinizes the essential responsibilities of line managers and the skills necessary for success in coaching and mentoring roles.
Furthermore, the research evaluates the effectiveness of coaching and mentoring strategies in providing emotional support to employees, fostering opportunities for skill development, and aiding in adaptation. Through an examination of models like Kolb's reflective cycle and the instant pay-off model, the research seeks to provide insights into the applicability of coaching models and reflective practices in peer coaching settings. 

[bookmark: _Toc151427184]Task 1: A Comparative Analysis of Coaching, Mentoring, and Learning Interventions in Organisational Contexts
Businesses are really interested in coaching as a way for people to learn and grow. According to Parsloe and Leedham (2017), coaching is a process where someone who knows a lot about a specific topic, called the coachee, gets help from a coach to achieve certain goals and improve their performance. Aleksandrova and Iskrev (2019) explain that the International Coach Federation (ICF) defines coaching as a positive collaboration with the aim of enhancing an individual's personal and professional potential.
There's a well-known coaching model called the GROW model by Sir John Whitmore, which has four stages: Goal, Reality, Options, and Will (Zeng et al., 2019). This model provides a structured way to approach coaching. It helps individuals figure out their goals, understand their current situation, explore different options, and decide on a plan of action. It begins with setting clear, measurable goals, followed by an exploration of the current reality; the Options stage encourages creative brainstorming for potential strategies, and the final stage, focuses on commitment and actionable plans. 
ccording to Boyatzis, Smith, and Van Oosten (2019), mentoring is considered better than coaching as a method of learning. Mentors, who are typically more experienced, offer guidance and assistance to mentees, who are usually less experienced, focusing on both professional and personal development (Lai & Smith, 2019). Unlike coaching, which relies on established frameworks, mentoring is based on the natural interactions between the mentor and the mentee. Mentoring can take various forms, such as formal programs, peer mentorship, or reverse mentoring (Cavanaugh et al., 2022).
For instance, according to Samantara and Sharma (2014), mentoring had improved Tesco’s talent management efforts significantly, as it provides structured frameworks for the development of employees, aligning their skills with organizational goals. Mentoring, especially, can help high-potential individuals identified through talent management programs to navigate their career paths effectively; senior leaders serving as mentors can impart valuable insights and experiences, fostering leadership development (Lai & Smith, 2019).
In the debate between coaching and mentoring, Steelman and Williams (2019) held different opinions. Coaching focuses on improving performance with specific goals and procedures, while mentoring encourages personal growth and the sharing of information through longer, informal connections (Fillery-Travis & Lane, 2020). Clutterbuck introduced the Four Styles of Helping paradigm, which includes telling, selling, participating, and delegating (Grant & Atad, 2021). Coaching and mentoring primarily fall under the "participating" category, emphasizing collaboration between the participant and the helper. This is different from traditional training approaches that focus on "telling" or "selling" information (Rosen et al., 2022).
Businesses benefit both in the short and long term from coaching and mentoring. Tangible outcomes such as improved performance and skill development result in measurable returns on investment (Ouellet, Bouchard, & Thomas, 2022). On the other hand, intangible advantages like increased employee satisfaction, engagement, and morale contribute to enhanced organizational performance and the cultivation of a capable and motivated workforce (Hussey & Campbell-Meier, 2020).
Additionally, counselling and training, along with coaching and mentoring, contribute to a comprehensive approach to individual and organizational development, each serving distinct purposes in fostering growth and success. Counseling is a personalized and confidential process that addresses individual challenges, focusing on emotional well-being and personal growth (Attridge and Dickens, 2022). 
Training is a structured and formal learning intervention designed to impart specific knowledge and skills, involving a systematic curriculum with predefined objectives and assessments, aiming to enhance job-related competencies (Oluwaseun, 2020). It can be conducted for individuals or groups, and its success is often measured by participants' ability to apply acquired knowledge and skills in their work. Unlike coaching and mentoring, training is more focused on explicit skill acquisition through organized learning activities.
In conclusion, the diverse landscape of learning interventions, including coaching, mentoring, counseling, and training, underscores the nuanced approaches businesses take to foster individual and organizational development. Coaching and mentoring, with their unique emphases on performance enhancement and personal growth, offer tangible and intangible returns for both short and long-term success. The collaborative nature of coaching and mentoring, falling under the "participating" category, contrasts with traditional training methods that often involve more directive approaches. Additionally, the inclusion of counseling and training, emphasizing structured skill acquisition, completes a well-rounded strategy for comprehensive development. 
[bookmark: _Toc151427185]Task 2: The Multifaceted Line Manager: Assessing Their Role as Coach or Mentor, and Essential Skills or Behaviors for Success
[bookmark: _Toc151427186]Workplace responsibilities that fall under the purview of line managers include management, leadership, coaching, and mentoring. According to Clutterbuck (2020), they must oversee everyday operations, manage their teams, mentor and instruct others, and act as coaches in order to foster both individual and team pogress. 
Utilising line managers as coaches and mentors has both advantages and disadvantages. On the plus side, they are acutely aware of both the unique requirements of the organisation and the dynamics of their team. This enables them to offer advice and assistance that is more precisely targeted, according to Garvey and Stokes (2021). The drawback is that it could result in power battles and conflicts of interest, which can inhibit open, sincere interactions between coaches and mentors. 
To be a successful coach and mentor, line managers need to have a certain set of skills and attitudes. Active listening is one of the essential skills, according to Berry (2017). Supervisors must demonstrate empathy for their team members when they communicate their concerns and goals in order to achieve this. Landsberg's Instant Pay-off Coaching Model, the OSCAR model, and the GROW model all provide formal frameworks for effective questioning. 
Adaptability is another important quality. Knowing when to transition from a mentoring role, which involves giving guidance and counsel, to a coaching role, which encourages self-directed development, is an example of flexibility (Cuyper, Vandermeerschen and Purkayastha, 2019). Line managers must adjust their coaching and mentoring approaches to each team member's individual needs. Fu et al. (2018) assert that good feedback is also necessary. 
Additionally, a coach or mentor line manager needs to be persistent and forgiving. Coaching and mentoring require persistence and ongoing support; they are not quick fixes. According to Hughes, Qiao, and Orr (2020), SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) goals are essential for tracking development and evaluating the worth of coaching and mentoring relationships.

Task 3: Navigating Change and Fostering Resilience: The Role of Coaching and Mentoring in the Workplace
The ability to adapt, bounce back, and thrive in the face of difficulty or significant change is known as resilience. Megginson (2017) defines resilience as the capacity to maintain mental and emotional well-being in challenging situations. 
Both enduring and recent factors drive workplace change. Global events such as the COVID-19 pandemic, the digital revolution, and artificial intelligence also play significant roles, creating a dynamic environment that requires continuous organizational adaptation (Tiwari, 2022).
An inflexible workforce may encounter difficulties. Poorly managed or communicated changes can lead to employee resistance, tension, and anxiety, according to Johnson et al. (2020). This can negatively impact employee morale, productivity, and engagement. 
Coaching and mentoring primarily aim to enhance employee resilience and facilitate adaptation to change. Resilience coaching assists individuals in developing psychological and emotional coping mechanisms to face challenges, as asserted by Baker, Baker, and Burrell (2021). On the other hand, mentoring provides a supportive relationship that offers inspiration and a safe space for individuals to discuss their challenges. The workforce benefits from these programs in various ways.
	Emotional support
	Improved problem-solving

	Coaching and mentoring help employees by giving emotional support during times of change, easing the stress and anxiety that comes with uncertainty. Tachtler et al. (2020) support this concept.
	Employees receive coaching and mentoring to enhance their critical thinking skills and problem-solving techniques, which, as stated by Dashper (2018), is essential for addressing the challenges of change management

	Skill development
	Enhanced adaptability

	Employees receiving resilience coaching learn how to handle stress, adjust to change, and control their emotions. People who build resilience are better equipped to handle the difficulties of a changing workplace, according to Giorgi et al. (2020).
	Coaching for resilience promotes flexibility, assisting individuals in accepting change as opposed to resisting it (Newman and Ford, 2020). 


[bookmark: _Toc151427187]For businesses to thrive in dynamic and uncertain environments, it is essential to emphasize the importance of coaching and mentoring in building resilience and effectively managing change.
Task 4 and 5: Reflective Evaluation of Peer Coaching Performance using Kolb's Reflective Cycle and the Instant Pay Off Model
	Reflective Stage
	Description
	Personal Reflection and Insights

	Concrete Experience
	I participated in a peer coaching exercise as a coach, using the instant pay-off model. I assisted a colleague in setting career goals and overcoming obstacles. During this reflective process, it's crucial to consider how the COVID-19 pandemic has impacted coaching and mentoring practices. As a coach, creating a supportive and growth-oriented environment has become more challenging, especially when navigating virtual coaching sessions.
	I felt engaged and committed to my colleague's progress during the coaching session. I enjoyed assisting and listening to people. Discovering that my colleague had well-organized priorities made me feel content.

	Reflective Observation
	After the coaching session, the observer gave me input on the advantages and disadvantages of my coaching approach.
	The coach demonstrated an appropriate use of open, probing, and closed questions, creating a supportive approach. They effectively utilized pauses and sought permission before making suggestions when the coachee faced challenges with solutions. The coach provided practical help, maintained a good question for reflection, and retained focus without appearing distracted.
The coach used encouraging language, displayed warm and open body language, nodded in agreement, and offered murmurs of encouragement. Their energy levels matched and mirrored the coachee, and there was evidence of building rapport. Overall, it was a strong performance with effective conversation management, allowing the coachee to do most of the talking and develop their own solutions. Time management was good, and an action plan was developed throughout the session.
However, the action plan seemed slightly guided by the coach, and they appropriately suggested a follow-up meeting.

	Abstract Conceptualization
	After reflecting on the feedback, I've come to realize the importance of maintaining a coaching mindset where the coachee's goals take precedence. To ensure I fully comprehend how to apply it, I revisited the guiding principles of the Instant Pay Off Model.





	I recognize that the main goal of coaching is to assist the coachee in developing critical thinking and problem-solving skills. I've come to realize that the Instant Pay Off Model particularly emphasizes aiding the coachee in identifying short-term actions that can be beneficial for goal setting and problem resolution.

	Active Experimentation
	To enhance my teaching skills in the future, I aim to improve my active listening abilities, minimize interruptions, and restrain my own perspectives. I also intend to explore coaching paradigms such as GROW and OSCAR to determine which aligns best with my coaching style. The pandemic underscored the significance of resilience and adaptability in coaching and mentoring programs. Coaches should implement strategies that effectively address concerns related to heightened stress, uncertainty about the future, and maintaining a healthy work-life balance.
	I plan to apply what I've learned by mentoring more individuals and exploring coaching opportunities within the company. Actively seeking chances to coach and receive feedback will be a priority for continuous improvement. I am aware that my professional development and self-awareness need to be ongoing processes.
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Enhancing Coaching Effectiveness: Reflective Insights and Continuous Development
 Employing the "Will vs. Skill Coaching Matrix" from the Landsberg model enabled a systematic assessment of the coachee's willingness and ability to implement solutions during the peer coaching exercise. Initial observations indicated a strong eagerness to actively support my colleague's goals and foster a supportive workplace. I found satisfaction in assisting her in overcoming obstacles and ensuring her priorities were aligned. However, reflective analysis, as highlighted by Hägglund et al. (2021), provided valuable insights into areas that required further development.. Figure 1: Landsberg model: The will vs skill coaching matrix

Personal Development Plan:
I discovered that employing open-ended questions and cultivating a supportive atmosphere were effective strategies for skill coaching. These approaches provided the coachee with the opportunity to explore and draw their own conclusions, particularly as they had more time for in-depth investigation.
	Aspects for Improvement
	Observations
	Suggestions for Enhancement

	Active Listening
	The study occasionally included personal opinions, indicating a need for improvement in attentive listening.
	Engage in activities or attend seminars that promote active coaching participation. Practice summarizing and paraphrasing to enhance comprehension skills.

	Objectivity
	Encountered challenges in maintaining objectivity and at times provided solutions too early.
	Encourage the coachee to withhold judgments until considering all possibilities. Reflective exercises can aid in identifying your own preconceptions.

	Coaching Agenda Focus
	Encountered difficulty in consistently adhering to the coaching plan.
	Creating agendas for meetings and employing goal-oriented questions to redirect discussions are two examples of time management techniques.

	Refraining from Solutions
	At times, I tended to jump to providing solutions instead of allowing the coachee to explore on their own.
	Encourage the coachee to find solutions to challenges independently; refrain from offering solutions until the coachee has thoroughly considered all available options.



An important challenge I encountered was occasionally providing my own recommendations, potentially hindering the coachee's growth. Identified areas for improvement in skill coaching include maintaining impartiality and avoiding the tendency to offer answers too quickly (Koukpaki and Adams, 2020).Figure 2: Personal Development Plan

Analyzing my performance using the "Will vs. Skill Coaching Matrix" revealed my commitment to creating a positive coaching atmosphere. However, it also highlighted significant flaws in maintaining objectivity, controlling personal influence, and ensuring the achievement of coaching objectives. This self-reflection emphasizes the need to enhance active listening skills, minimize distractions, and establish boundaries for personal beliefs to become a more effective coach (Yu et al., 2020).
The COVID-19 pandemic has significantly impacted mentoring and coaching practices, requiring greater technical proficiency, flexibility, and resilience. Given these insights, I actively seek mentorship and coaching opportunities, using received feedback to continually improve. My goal is to become more adept at assisting individuals in navigating change and uncertainty, leading me to explore alternative coaching models like GROW and OSCAR. Additionally, I aim to enhance my ability to adapt to the evolving needs of coachees in remote work environments.

[bookmark: _Toc151427189]Conclusion
This study thoroughly investigates coaching and mentoring in professional settings, delving into critical evaluations, definitions, and discussions of key concepts. It places a particular focus on the varied responsibilities of line managers, the significance of resilience in the face of change, and the application of coaching models. The research explores the necessary skills and attitudes for effective coaching and mentoring, shedding light on both the advantages and disadvantages of these interventions.
Furthermore, the study underscores the pivotal role of coaching and mentoring in fostering organizational and personal growth, as well as enhancing worker satisfaction, adaptability, and overall success. Peer coaching research contributes insights into the intricate knowledge and ongoing self-improvement integral to these strategies. While recognizing the benefits of the Instant Pay Off approach, the study underscores the importance of tailoring coaching and mentoring approaches to the unique needs of each participant, promoting flexibility and a dedicated commitment to professional development in this field.
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Appendice 1
	Aspect for Improvement
	Observations
	Suggestions for Enhancement

	Active Listening
	Occasionally shared personal opinions; could benefit from improvement in attentive listening.
	Engage in activities or attend seminars that promote active listening; practice summarizing and paraphrasing to enhance comprehension.

	Objectivity
	Encountered challenges in maintaining objectivity and occasionally provided solutions too early.
	Encourage the coachee to delay making judgments until they have considered all possibilities. Reflective exercises can help identify your own preconceptions.

	Coaching Agenda Focus
	Encountered difficulty in consistently adhering to the coaching plan.
	Creating agendas for meetings and utilizing goal-oriented questions to redirect topics are two examples of time management techniques.

	Refraining from Solutions
	Occasionally, I tended to jump to providing solutions instead of allowing the coachee to explore on their own.
	Encourage the coachee to find ways to solve difficulties independently; avoid offering solutions until the coachee has thoroughly considered all their options.


The identified areas of improvement during the coaching period underscore the importance of refining active listening skills, preserving objectivity, keeping coaching agendas in focus, and avoiding the inclination to provide answers too quickly. Engaging in seminars, reflective practices, time management techniques, and adopting coachee-led approaches can contribute significantly to enhancing the effectiveness of coaching.
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