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Executive Summary
One of the concerns of leaders is to maintain sustainability of their business also being focused on long term vision. According CIPD surveys, 2005/6/7/8, the activities of coaching and mentoring have been developed, evolved and expanded in recent years.
This report will be exploring coaching and mentoring and their implementation in the workplace. From their definitions, purposes and importance, coaching and mentoring are keys for retention, employee performance and culture of learning and development as argued by Clarck (2017).
The world regularly undergoes changes in all fields as much political, economic, social, environmental and legal thus affecting organisations and government. To cope with it, leaders must adapt by building resilience in order to sustain themselves for a better growth. In addition, the workforces should also be adapted by increasing their knowledge and skills faster in order to contribute, build confidence and maintain effectively.
This is where coaching and mentoring play a preponderant role in growth, self-esteem, support change and improve performance in whatever context employed.
Looking at leaderships models and tools such as Grow model, Lewin model of change, Clutterbuck’s four styles and so on to which coaches and mentors will have to draw inspiration to carry out successfully and accomplish the different visions set by the organisation. 
This report will critically evaluate the similarities and differences between coaching and mentoring following by highlighting the role that can be played by the line manager as a coach and a mentor. It will also analyse the ability that the organisation and its staff members have to build resilience while facing various change aspects that may arise. 
Taking into account the practical peer exercise previously made as a coach, a PDP will be drawn to demonstrate one’s knowledge for a better improvement and will be summarised by a conclusion. 



Table of Contents
Executive Summary									1
Table of Contents									2
1.Introduction										3
2. Main Findings										3
2.1 Similarities and Differences between coaching and mentoring		3
2.1.1 Definition of coaching								3
2.1.2. Mentoring										4
2.1.3 Similarities between coaching and mentoring					4
2.1.4 Difference between coaching and mentoring					5
2.2.  Line manager as a coach/mentor						6
2.2.1 Line manager as mentor								6
2.2.2 Line manager as mentor								6
2.3 Resilience and change								7 
2.3.1 Resilience										7
2.3.2 Change management								8
2.3.3 Impact of implementing change							8
2.4 Self- reflection as a coach								9
2.4.1 Personal Development Plan							9
3. Conclusion										9
4 References										11
5 Appendices										13









1. Introduction
[bookmark: _Hlk89873448]Manik Niki, an African auditor stated that “human is a being in the making and in perpetual construction. He draws on his knowledge and the past to build his future, and on his own mistakes and those of others to improve upon himself. Perfection is not in a man, so that in life nothing is definitively acquired.”
The ongoing crises of the pandemic Covid-19 has been a good example of human shortcomings and its limitations. 
To empower employees with further skills allowing them to expand their efficiency and productivity, there are a number of behaviours to support their development. 
Coaching and mentoring will establish the basics of this report and will be critically evaluated by clarifying the similarities and differences between them in an organisational context.
Moreover, as companies evolve in the pyramid context, a critical analysis on the multi-facing role of the line manager will also be discussed as leader/manager/coach/mentor including abilities, skills and habits to be possessed by practically linking them to the coaching models.
Furthermore, a scrutinise on the way that organisations should develop their confidence to build the resilience required and dealing with change for future success. As argued by De Smet et Al that leaders must enthusiastically achieve the energy of their employees, cultivate the quality of employee relationships, and demonstrate a capacity for resilience to recharge their organisations during crises.   
Based in the peer coaching exercise carried out during lectures, my own performance as a coach using GROW or OSCAR model will be critically evaluated including a straightforwardness personal development plan. A conclusion will be drawn to make a general statement about this report.
2. Main findings
2.1 Similarities and Differences between coaching and mentoring
Beforehand, it is important to highpoint that this report is about coaching and mentoring which aim to develop one’s performance at work and one’s leadership capability.


2.1.1 Definition of Coaching
Renton (2009) argued that there is no single definition of coaching while Hawkins (2006) illustrated that there are varieties of definitions put forward by some of the key practitioners in the field.
Grant defines (2000) as a collaborative, solution-focused, results-oriented and organised process in which the coach simplifies the enhancement, life experience, self-directed learning and personal growth of the coachee.
In addition, Hawkins (2006) emphasises that a useful continuum of coaching differentiates four types of coaching by their main focus namely, skills, performance, development and transformation.
For example, Mother Teresa used her transformational leadership style to empower people to aspire to, and attain high levels of performance for themselves and the society.
2.1.2 Mentoring
Clutterbbuck (2004) elucidates mentoring when a more skilled individual passed down his knowledge of how the task was done and how to operate in the commercial world.
He describes the mentor’s role as manage, encourage, nurture, teach, offer and respond to mentee’s needs.
Rivera (2014) clarified that mentoring is not about changing somebody, or getting someone to do something another way, it is about awakening someone up to who they certainly are. The mentor’s challenge is to shrive their own experience into understanding, help or guidance that ultimately helps them to discover that”.
For example, a new lecturer at UWTSD will be automatically supervised by an old one also a volunteer or a trainee placed under supervision of an experienced one for a better improvement at DVLA.
2.1.3 Similarities between coaching and mentoring
Without being exhaustive, there are numerous parallels amongst coaching and mentoring:
· Both sustenance one’s growth;
· They are based on a 121 rapport;
· They are effective when there is an excellent individual understanding between them;
· They include sequences of meetings over months,
· Both involve personal arrangements and can be organised into learning and development programs.
Still, to combine both mentoring and coaching, one’s need to distinguish the critical variation between them.


2.1.4 Differences between coaching and mentoring
There is one substantial difference between them which is a critical one.
Coaching is a skill meaning that a coach can coach anyone on anything in business context having or not prior experience in the topic of their talk. Linked to Oscar or Grow models, a coach practises skilled interrogative and a controlled talk to support the coachee’s learning in order to allow the coachee to accomplish over self-reflexion, self-exploration of the possibilities and unselfish action.
However, mentoring is all about sharing knowledge, experience and expertise that is appropriate to the progress of the mentee, and has the interpersonal skills essential to effectively share these assets.
As explained by certain coaches that in a mentoring the gold is held by the mentor as they have experience, expertise and network which they share with their mentees.  On the other hand, the opposite is true meaning that the coachee hold the gold as solution can be found by themselves. 
Comparing coaching to mentoring and based on the “Four A’S Framework” of David Clutterbbuck, change or successful outcomes should take into account Awareness, Acceptance, Action and Achievement.
On the other hand, successful outcomes or change does not provide from the model of framework used by the coach but its implementation on the relationship they build.
Although coaching and mentoring are still undisputable, they are both teeming with tangible and intangible benefits for the growth of employees in the workplace.
For example, improvement of performance and achievement of targets on one hand and identification of solutions to specific work-related issues for the individual.          On the other hand, increasing organisational productivity and performance for the organisation.
2.2 Line Manager as a coach/mentor
Before tackling this section, it is important to clarify the role of the line manager and his function in employee development.
Doing so, Dessler (2004, p.6) defines a line manager as a manager who is authorised to direct the work of subordinates and is responsible for completing the organization’s tasks. By the fact, Clutterbuck (2004) they are accountable for implementing and designing, through their resources, an organisation’s guidelines relating to staffs and practices in orientation with business objectives and core values.
Based on their functions, there is an interdependency relationship of a line manager as a coach or as a mentor. 

2.2.1 Line manager as a coach
Line managers regularly deliver informal coaching and mentoring for their teams’ members in addition to any formal schemes that they are involved with.
According to Sir John Whitmore, author of ‘Coaching for Performance’, coaching is defined as revealing a person’s potential to capitalize on their own performance such as helping them to absorb rather than schooling them.
Line managers are often sharing know-how, giving guidance and telling people what to do by using the maieutic of Socrates on orienting them to become a problem solver. By the fact, they use the core skills of a coach such as listening, questioning, giving feedback and thus facilitating goal setting.
However, as a line manager, it is his role to have a much more connected, productive, cohesive and high performing team; doing by the fact the role of a coach.
2.2.2 Line manager as a mentor
Depending on the leadership styles of the organisation and their goals, also by the way that the manager is accountable or not, the achievement of good outcomes for a manager depends on his capability of implementing roles as shown in the figure below:

[image: ]
However, in his role as a mentor, focusing is on issues relating to career development and emphasising role modelling and taking a longer term. In addition, both mentor and mentee have mutual benefits although one column only is well known by the mentor if linked to the Johari window. 
In comparison to a line manager as a coach where the focus is on performance involving direct feedback to the coachee and being oriented on shorter-term issues.
It follows that the slowness of adaptability from the mentee does not conduct to a quick improvement leading to frustration and desolation.
On the other hand, this will necessitate a specific coach and will take time for the leadership style to be effective. 
2.3 Resilience and Change
Charles Darwin quoted that “it is not the strongest of the species that survive, nor the most intelligent, but the most responsive to change”. In addition, Michael Jordan argued once that I have failed over and over and over again in my life and that is why I succeed. It shows that people succeed because they understood that they should be resilient and adapt positively themselves to change.
2.3.1 Resilience 
The workplace resilience is the capability of an individual to acclimate positively to pressure, setbacks, challenge and change in order to accomplish ultimate performance. As from this definition, resilience is not a fixed characteristic but a capacity or capability to be developed and enhanced through learning activities and experiences. 
Harvard Business Review in 2016, argued that resilience is constructed by attitudes, behaviours and societal support that can be adopted and cultivated by anyone.
Researches have shown that over two-thirds (67%) of business leaders are struggling with anxiety and dealing their emotions in the workplace.
It is highly recommended to leaders to develop the following key strategies in order to build resilience, namely:
Self-belief, Optimism, purposeful direction, adaptability, ingenuity, challenge orientation, emotion regulation and support seeking.
Although every leader has his own resilience profile, there are number of tools and approaches to be used to boost the different aspects of resilience such as identifying challenging negative self-talk; learning to be optimistic and stepping outside your comfort zone.



2.3.2 Change management
Change is about the methodical approach which deals with the conversion or revolution of different organisational objectives, procedures, core values or technologies. By applying change correctly, waste and cost are reduced but efficiency is increased and risks are decreased, therefore, it helps to expand the effectiveness of the organisation. 
However, it is useful to better understand key drivers of change in order to deal masterly with that change into your organisation. There are many key drivers influencing change such as global changes (population, growth, climate change, resource degradation, shifting), technological revolution (increasing working time, creating new ways to solve problem), Human resources, changes in legislation, international laws, politics, and agreements, social changes and so on. 
2.3.3 Impact of implementing change
As previously explained, it is important to understand the key driver to better determine if the change is internal, external, economic or social in order handle with efficiently.
If change is implemented positively, it conveys to more well-organized ways of working, an opportunity for workforces to shine, a break from the custom and increasing profits.
However, its negative implementation facets consist of reducing self-esteem, increased absenteeism and/or presenteeism, failure in the working relationship.
Hence, the usefulness and the need of linking this change to Lewin’s 3 stage model of change to identify the area that require change (unfreezing), implementing change (change process) in order to build resilience and strengthen the capacity of workers through coaching and mentoring (refreezing). 
A good illustration of change management is the way that the pandemic has shaped several changes in the workplace and the way that people have started working. 
For example, people have started working or studying from home (quick adaptation on learning and working, thus quick training, mentoring and coaching initiated).
Flexibility has been increased for both parties, employers and employees, more E-learning, team connection. 
At Swansea City Church as well transport industries, safety has been increased and places are being offered following the Government guidelines.
On the other hand, businesses for leaders who have not been able to quickly adapt with change have seen their business closed as many retailers have sprung up increasing online business and work opportunities. Lots of example still available but limited to the counting words.

2.4 Reflection on my own performance as a coach
As quoted at the beginning of this report that human is a being in the making and in perpetual construction. This is to say that peer coaching exercise helped me as a coach to use series of techniques with purpose of bringing continuous improvement. Based on Grow model where the goals were clearly defined and questions were followed in order to make a good following up and have good feedback. 
However, the peer exercise itself should be more beneficial if the role has been reversed and between peers for efficient productivity.  
Linked on Gibbs model of reflection, I am able to describe my experience, felling my thoughts about the experience, evaluating my experience by performing positive sides and improving negative sides such as speaking more, analysing, concluding what I have done well and what I could have done differently and taking action for the future as joining Ella-forums for future learning on leadership for my future career. In addition, working on time management and speaking skills should be two areas of improvement for my future although the adaptability and being multi task are my additional strengths for my future career. This will also be shown in my Personal Development Plan in the appendices of this report.

2.4.1 Personal Development Plan
The role of the Personal Development Plan is to have the progress and update on the way you have evolved on improving professional growth. From the PDP, it is simple and clear but also a tangible tool for future reference which can be reviewed and revised over and over again during your career. The outlined roadmap of this PDP can be seen at the end of this report in appendices.
3. Conclusion
As a result, being effective coach or mentor should not only have specific skills or competences, but also being reflective in the training and mindful of the continuing learning and change needs. That is to say that even though the coach or mentor is wise and competent but he (she) uninterruptedly endeavours to growth the capacity of learning about themselves, about their clients and about the organisations and frameworks in which clients live and work. 
Although the team can achieve their full potential from coaching and mentoring, it follows that tendency for coaching is used for short term performance while mentoring tends to be used for longer term capability developments.
In addition, understanding models and frameworks will better guide those who are coaching or mentoring. Through this report, few models and frameworks have been explored in order to better structured and guide the outcomes development among which appear Grow model, Clutterbuck, Lewin, Gibb’s and so on.
Furthermore, a development should be remarqued by the change brought to the system to improve productivity and performance. In order to make change visible and effective, the workforce should be resilient to easily adapt and have a quick recovery but also practice all the skills and competences learnt to effectively achieve the assigned goals.
Thus, the implementation of the adopted action plan from feedback received in personal development should increase one’s capacity to developing and independency.
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5. Appendices
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  Development plan    

 

NAME:  Theodore Toko Manzambi  MEMBERSHIP  NUMBER:         1904060  

COVERING THE  PERIOD FROM:  December 2021   TO:  June 202 2  

  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   to  achi eve /need to learn?  What will I do to achieve this?  What resources or support will I  need?  Wh at will my success criteria be?  Target dates for review and  completion  

  Reducing Workplace  Stre ss   and  Anxiety      Regulat ing  work  phones call after   the en d of Business.     Respect ing  timetables  established   to  the organisation.  Time managem ent   Self -   awareness   Discipli ne    End ing   my day right ,   H av ing   a plan for w hat   to  accomplish ,   Pr ioritis ing   tasks and refus ing   inessential tasks.  Monthly  

Mentoring Volunteers on  face - to - face   work  day s            Practical training by mentoring three  volunteers    Managing the office   (seeing people  only by appointment )   communication      Delegating phones call    Setting boundaries   Following and respecting the plan  previously made   Following up.  Improvement in volunteers   Masterly in doing some useful  applications.   Fee dback  Weekly  

  Switching  work phones at  t he end of Business and  weekend    Respecting  work regulations   Self -   di scipline ,   Set up a voice message  for  emergency only ,   Requesting f or work phone in or der  to separate with my private phone.    Work policy   Building a system and diligently  following it .   Creat ing   relaxing activities after  w ork (go ing to gymn astic )    B ecoming regular  in the chosen  activity ( gymnastic   or  sport )  after   w ork.   More time to talk with  the family  after work  Monthly  

Remaining professional    Delegating    Differentiating sympathy  from empathy    Respecting boundaries by  only  se eing people on work hours no  matter it is ,   Complying  with   the requirement of   the organisation, only three people  on site and two people remotely  Being mindful, confident.   Demonst r a te a positive attit ude   Find a mentor or coach (Line  manager) to  regularly share   the  progress   during appraisal   session   Self - esteem   Improvement of we l l - being   Good sleeping    Less  stre ss and anxiety   Regular activities   Monthly  
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