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[bookmark: _Toc152935673]Executive Summary

This report is looking into the dynamics of coaching and mentoring in the contemporary workplace, examining their definitions, models, and applications. The report extends to the critical role of line managers who, as leaders, managers, coaches, and mentors, navigate the complex responsibilities given by modern organizations. Tangible and intangible impacts on the workforce are analysed, highlighting how building resilience through coaching and mentoring empowers individuals to thrive amid change. A reflective examination of the coaching scenario, using the Gibbs Reflective Cycle, highlights the effectiveness of the Instant Pay Off model and sets the stage for a strategic personal development plan. The report concludes by highlighting the strategic need for individuals and organizations to continuously refine coaching and mentoring skills in the face of constant workplace transformations. As the professional landscape evolves, embracing these developmental approaches is not only as a choice but as a fundamental driver of success and sustainability.
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In the active landscape of existing workplaces, the roles of coaching and mentoring have become indispensable for personal and professional development (Cannio, Carvalho and Yu, 2023). This report explores the complexities coaching and mentoring, analysing their definitions, models, and applications. Additionally, it examines the critical role of line managers as leaders, managers, coaches, and mentors, highlighting the complexities of their responsibilities. The report further examines the tangible and intangible impacts of these developmental approaches on the workforce, and how building resilience through coaching and mentoring can empower individuals to navigate change successfully. Lastly, the reflection concludes with an examination of the coaching scenario, applying the Gibbs Reflective Cycle to assess its effectiveness and outline a personal development plan for continuous improvement.
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Coaching is a professional relationship between a coach and a client, designed to facilitate the improvement of the client's performance, development, and well-being (Bengtson, 2023). It is a process that aims to help individuals or teams set and achieve specific goals, improve their skills, overcome challenges, and reach their full potential (Bengtson, 2023). Coaching typically involves a series of structured conversations and activities to guide the client toward self-discovery and action (O’Connor, 2023). Coaching is mainly used in companies that want to enhance their staff’s potential, but it can be also used to support life decisions or to provide career insights (O’Connor, 2023). 
Coaching models, such as the GROW model, OSCAR model, and Instant Pay-Off Coaching model, provide structured frameworks for coaches to guide conversations (Terblanche, 2019). The GROW model involves clarifying goals, assessing the current reality, exploring options, and defining a plan of action (Igu et al., 2023). 
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The OSCAR model focuses on clarifying outcomes, exploring reality, generating options, and establishing commitment (Zhang, Huang and Ohn-Bar, 2023). 
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The Instant Pay-Off Coaching model identifies the current issue, explores pay-offs, generates options, and commits to specific actions for positive change (Aragon and Valle, 2013). 
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Mentoring is a professional relationship in which a more experienced or knowledgeable individual, the mentor, provides guidance, support, and advice to a less experienced or knowledgeable individual, the mentee (Venktaramana et al., 2023). This relationship is characterized by a transfer of knowledge, skills, and insights from the mentor to the mentee, to improve the mentee's personal and professional development (Venktaramana et al., 2023). Examples of mentoring in practice include career mentoring, where a senior professional provides guidance to a junior employee, helping them navigate their career path, set goals, and develop skills (Deng et al., 2023). 
Coaching and mentoring share several similarities. Both relationships are focused on development, aiming to support individuals in their growth and improvement of skills, knowledge, and capabilities (Roberts and Gonzalez, 2023). Both involve goal-setting processes, where coaches or mentors collaborate with individuals to define specific objectives and guide them toward achievement (Irby, 2018). Additionally, both approaches provide valuable feedback and guidance, using the experience and expertise of the coach or mentor to help the individual navigate challenges and make informed decisions (Shi, 2023). 
Despite their similarities, coaching and mentoring have distinct characteristics. In terms of the nature of the relationship, coaching is often focused on addressing specific, short-term issues or goals in a task-oriented manner (Wu et al., 2023). The coaching relationship may not extend beyond the achievement of defined objectives (Martens and Vealey, 2023). On the other hand, mentoring tends to be a more long-term relationship, focusing on broader perspectives on the individual's overall development, including both career and personal growth (St-Jean and Tremblay, 2020). Coaches bring expertise in the coaching process itself, using questioning techniques to guide individuals to find their own solutions (Nash, Ashford, and Collins, 2023). In contrast, mentors typically have extensive experience and expertise in the mentee's field, offering advice and serving as role models (Deng, Gulseren and Turner, 2022). Structurally, coaching relationships often follow a more formal and structured approach with predefined sessions, while mentoring relationships are often characterized by informality and flexibility (Watts, Cushion and Cale, 2021).
Clutterbuck's Four Styles of Helping framework provides a valuable framework for comparing coaching and mentoring with two other learning initiatives (Clutterbuck, 2023). The four styles are teaching, mentoring, counselling, and coaching (Clutterbuck, 2023). Teaching involves the transmission of knowledge and skills from an expert to a learner (Clutterbuck, 2023). It is a more directive approach, with the teacher taking a leading role in providing information and guiding the learning process (Clutterbuck, 2023). In contrast to coaching and mentoring, teaching is focused on teaching specific content and may involve structured lesson plans (Clutterbuck, 2023). Counselling, as a style of helping, involves providing emotional support and guidance to individuals facing personal challenges or difficulties (Clutterbuck, 2023). It often goes into deeper emotional and psychological issues, aiming to help individuals gain insights into their feelings and behaviours (Clutterbuck, 2023). Counselling is more therapeutic in nature, addressing emotional well-being and personal growth. This differs from coaching and mentoring, which are generally more focused on skill development, goal achievement, and career growth (Clutterbuck, 2023).
From an employer's perspective, mentoring can have tangible benefits in terms of talent development and succession planning (Radlick and Mevatne, 2023). Mentoring programs contribute to the transfer of knowledge and expertise within the organization, ensuring a skilled and capable workforce (Radlick and Mevatne, 2023). Tangibly, this can result in reducing the need for external hires (Mullen and Klimaitis, 2019). Intangibly, mentoring fosters a collaborative and supportive workplace culture, contributing to employee engagement and loyalty (Mullen and Klimaitis, 2019). Employers benefit from a workforce that is not only skilled but also deeply connected to the organizational values and goals (Mullen and Klimaitis, 2019).
Employees involved in mentoring programs experience tangible benefits such as career advancement, skill development, and expanded professional networks (Deng and Turner, 2023). Mentoring provides a unique opportunity for employees to receive guidance from someone with more experience, helping them navigate their career paths more effectively (Deng and Turner, 2023). Tangibly, this can lead to promotions, increased responsibilities, and a broader skill set (Deng and Turner, 2023). Intangible benefits include a sense of belonging, increased confidence, and a greater understanding of the organization's culture (Deng and Turner, 2023). 
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The role of a line manager is complex, including leadership, management, coaching, and mentoring responsibilities (Ndlovu, Quaye and Saini, 2021). As a leader, the line manager sets the vision, inspires the team, and establishes a direction for achieving organizational goals (Ndlovu, Quaye and Saini, 2021). In the capacity of a manager, they are responsible for planning, organizing, and coordinating tasks, ensuring that resources are efficiently utilized, and objectives are met (Ndlovu, Quaye and Saini, 2021). As a coach, the line manager facilitates the professional development of their team members, providing guidance, feedback, and support to enhance individual and collective performance (Ben‐Hador, 2023). In the role of a mentor, the line manager draws upon their experience to guide and nurture the career growth of their employees, sharing insights, and helping them navigate challenges (Quew-Jones and Rowe, 2022). This complex role requires a dynamic and adaptive approach, balancing directive, and supportive behaviours to foster a motivated, skilled, and consistent team while contributing to the long-term success of both individuals and the organization (Ndlovu, Quaye and Saini, 2021).
Line managers serving as coaches and mentors can bring significant benefits to both employees and the organization (Kravariti et al., 2022). The close working relationship between line managers and their teams allows for personalized guidance and support, fostering professional growth and skill development (Kravariti et al., 2022). As coaches, line managers can address specific performance issues, set goals, and provide timely feedback, resulting in improved individual and team performance (Ben‐Hador, 2023). Additionally, the coaching relationship helps build trust and enhances communication within the team (Ben‐Hador, 2023). In the role of mentors, line managers contribute to employees' long-term career development, offering insights into the organizational culture and providing guidance on navigating challenges (Quew-Jones and Rowe, 2022). However, there are potential drawbacks to consider. Line managers may face time constraints due to their managerial responsibilities, limiting the availability for coaching and mentoring (Neal et al., 2023). There is also the risk of biased perspectives, as the line manager's feedback may be influenced by their managerial role, potentially impacting the openness and honesty of the coaching or mentoring relationship (Neal et al., 2023). 
Success as a coach or mentor depends on a combination of essential skills and behaviours (Cannio, Carvalho and Yu, 2023). Firstly, effective communication is important, involving active listening and the ability to ask powerful questions (Cannio, Carvalho and Yu, 2023). This skill fosters a deep understanding of the coachee's or mentee's perspectives and needs (Cannio, Carvalho and Yu, 2023). Empathy is another critical attribute, allowing coaches and mentors to relate to and understand the emotions and challenges faced by individuals they guide (Clutterbuck, 2022). Moreover, the skill of adaptability is crucial, as it enables coaches and mentors to tailor their approaches to the unique characteristics and goals of each person (Clutterbuck, 2022). 
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Resilience refers to the ability to bounce back from adversity, adapt to challenges, and maintain well-being in the face of stress or difficult situations (Sisto et al., 2019). Change management involves the structured approach and processes employed to help individuals, teams, and organizations successfully transition from current states to desired future states, particularly during periods of significant change or transformation (Williams and Wade-Golden, 2023).
In the workplace, many drivers of change shape the dynamics of modern organizations (Dosi, 2023). Existing drivers include technological advancements, globalization, and evolving customer expectations, which continually guide organizations toward innovation and adaptation (Dosi, 2023). Emerging drivers involve the rise of artificial intelligence and automation, the increasing focus on sustainability and corporate social responsibility, as well as the effects of the ongoing global pandemic (Dosi, 2023). These emerging factors are transforming the nature of work, requiring organizations to be agile, resilient, and responsive to the evolving needs of the workforce and the broader societal context (Dosi, 2023). Successfully navigating these changes requires strategic planning, effective leadership, and a commitment to fostering a culture of continuous learning and flexibility (Dosi, 2023).
Poorly managed change can have significant negative impacts on the workforce (Warrick, 2022). Employees may experience heightened stress, anxiety, and resistance when faced with poorly communicated or unclear changes, leading to a decline in morale and job satisfaction (Warrick, 2022). Inadequate support and guidance during change processes can result in a loss of trust in leadership, as employees may feel disconnected and undervalued (Warrick, 2022). Uncertainty about their roles, expectations, or the overall direction of the organization can lead to decreased productivity and engagement (Warrick, 2022). Overall, the workforce's ability to adapt, collaborate, and contribute effectively may be compromised, ultimately delaying the organization's success and sustainability (Warrick, 2022). Effective change management is crucial to mitigate these negative effects and foster a positive and resilient workplace culture during times of transition (Dosi, 2023).
Building resilience through coaching and mentoring plays an important role in helping the workforce navigate and thrive amidst change (Coulson-Thomas, 2023). Resilient individuals are better equipped to adapt to new circumstances, bounce back from setbacks, and maintain a positive mindset during periods of uncertainty (Coulson-Thomas, 2023). Coaches and mentors can guide employees in developing resilience by enhancing their coping mechanisms, fostering a growth mindset, and encouraging a proactive approach to challenges (Coulson-Thomas, 2023). Through personalized support, these developmental relationships provide a safe space for employees to explore their strengths, build self-awareness, and develop the emotional intelligence necessary for resilience (Coulson-Thomas, 2023). Additionally, coaches and mentors can impart valuable insights and share experiences, offering perspectives that contribute to a more resilient and adaptable workforce (Coulson-Thomas, 2023). By cultivating resilience through coaching and mentoring, organizations empower their employees to embrace change, contribute more effectively, and sustain high levels of performance in dynamic and evolving work environments (Coulson-Thomas, 2023).
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In order to analyse my performance as a coach during the peer exercise, I will use the Gibbs’ Reflective Model. 
Description
During the coaching exercise at university, I created a scenario where I applied the Instant Pay Off model to address the challenges faced by my coachee in adapting to the new management structure within the company. The coachee was struggling with communication barriers and an overwhelming workload due to difficulties in reaching out to other managers. Recognizing the need for immediate solutions, I guided the coachee to speak with their direct manager, utilizing the Instant Pay Off model to identify and implement a quick and effective resolution.
Feelings
I felt a sense of accomplishment and satisfaction in successfully applying the Instant Pay Off model to address the immediate worries of the coachee. It was satisfying to receive the positive feedback for the coaching session, as I have managed to apply all the requirements for the peer exercise.
Evaluation
The use of the Instant Pay Off model proved effective in this scenario, as it provided a structured and focused approach to quickly address the coachee's immediate concerns. The model's emphasis on identifying actions with immediate positive outcomes was the more suitable in my scenario, as the coachee needed immediate help.
Analysis
I particularly enjoyed the process of creating the scenario and guiding the coachee through the Instant Pay Off model, highlighting its simplicity and practicality in the action plan created. My ability to facilitate effective communication and encourage the coachee to take immediate actions demonstrated knowledge in utilizing coaching models to address real-world challenges.
Conclusion
The most useful aspect of this coaching experience was the immediate applicability of the Instant Pay Off model in resolving the coachee's issues. The session reinforced the importance of adapting coaching approaches to the specific needs of the coachee and the context of the situation.
Action Plan
While I excelled in utilizing the Instant Pay Off model, I recognize the need to further develop my knowledge of coaching models to address a variety of scenarios. In future coaching sessions, I plan to explore and integrate different models to enhance my effectiveness as a coach. Additionally, I want to perfect my active listening skills and adaptability to better create coaching sessions to the unique needs of each coachee.
To continue developing my coaching and mentoring skills, I will actively seek opportunities for feedback and reflection. Engaging in additional training programs and seeking mentorship from experienced coaches will further enhance my capabilities. Regular self-assessment and a commitment to ongoing learning will be integral to my continuous development in the field of coaching and mentoring.
	Learning Goal
	Action Steps
	Resources/Support
	Criteria of success
	Review and Completion

	Enhance knowledge in utilizing a variety of coaching models to address diverse scenarios.
	Engage in additional training programs to explore and integrate different coaching models. Seek mentorship from experienced coaches for guidance and insights.
	Access relevant literature and online resources on coaching models. Establish a mentorship relationship with an experienced coach.
	Successfully apply at least two different coaching models in future coaching sessions. Receive positive feedback from coachees on the effectiveness of diverse coaching approaches.
	Schedule a review in three months to assess the integration of new coaching models. Aim to complete the learning goal within six months, with ongoing reflection and adjustment as needed.
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As the workplace landscape is constantly faced with transformations, the coaching and mentoring are important to foster resilience and adaptability. The report highlighted the complex role of line managers in guiding their teams through change, leveraging coaching and mentoring skills. The personal reflection of the coaching scenario has demonstrated the efficacy of models such as Instant Pay Off and the potential for continuous improvement through a specific personal development plan. Given the nowadays constant changes, the commitment to improving coaching and mentoring skills becomes not only a professional aspiration but it is mandatory for both individuals and organizations to be able to adapt to the changes. 
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