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Executive summary

In this report, the researcher will first be looking at the definitions of coaching and mentoring and critically evaluating the similarities and differences between coaching and mentoring and comparing two other learning intercessions. Next, the researcher will look at how they work in an organization in practice. The GROW model will be used as a template as it is a simple but effective model to use, as well as the OSCAR coaching model as this is said to be a beneficial model to be used in an organization with having the ability to adopt a developmental coaching style, to the success of the organization and team. will research the tangible and intangible benefit of coaching and mentoring to both employer and employee. The researcher will critically evaluate the line manager as a coach/mentor looking at the multi facing role of the line manager and what nessasery skills and behaviours are needed for the position. The researcher looks at coaching and mentoring, building resilience, dealing with change in an organization, and looking at the definition of resilience and changes management and how poorly managed change can impact the organization. Lastly, a valuation was undertaken on the researcher's own performance in the peer coaching exercise, and the Kolbs reflective model was used as a template. The researcher felt the model helped reflect on their performance. A PDP was performed to see where the researcher was in terms of what's needed in the future training etc..what resources would be required, to find out what the success would be, and a time frame to hit goal/targets. There was a discussion on whether the researcher thought the instant payoff was practical or not and if there was a different one in the future. 













































































Introduction

[bookmark: _GoBack]In this report, the researcher will define coaching and mentoring, critically evaluate the similarities and differences between coaching and mentoring, and investigate different learning interventions within an organization. The researcher will look at the tangible and intangible benefits of coaching and mentoring to organizations and the benefits to the employer and employee. The researcher will investigate the definitions and examples of coaching and mentoring and examples in practice. The researcher will look at the similarities between coaching and mentoring and compare them to other learning inventions. The Tangable and Intangable benefits will also be looked at and the benefits to both employer and employee. A critical evaluation was perforemed with the line manager and coach/mentor and looking at the multi facing role of the line manager and what skills and behaviours are needed for the roles as well as what the definition of resilience are and how can poorly managed change impact the organisation. A finish the report a valuation was done on the reasearchers perfoemance in the coach exercise, the Kolb reflective was used as a guide and a PDP was undertaken to see what could be improved. 



To conclude this report, the researcher will first be looking at the definitions of coaching and mentoring and critically evaluating the similarities and differences between coaching and mentoring and comparing two other learning intercessions. Next, the researcher has looked at how they work in an organization in practice. The GROW model was used as a template as it is a simple but effective model to use, as well as the OSCAR coaching model; this is a beneficial model to be used in an organization with having the ability to adopt a developmental coaching style, to the success of the organization and team. Research had been undertaken on the tangible and intangible benefits of coaching and mentoring to both employer and employee. The researcher then went on to critically evaluate the line manager as a coach/mentor looking at the multi facing tole of the line manager and what nessaserry skills and behaviours are needed for the role. Next, the researcher looked at coaching and mentoring and building resilience, and dealing with change in an organization, looking at the definition of resilience and change management and how can poorly managed change impact the organization. Lastly, a valuation was undertaken on my performance in the peer coaching exercise. I used the Kolbs reflective model to help me reflect on my experience as a coach. The model helped me reflect on my performance step by step, what I enjoyed, what I didn't enjoy and what I want to improve on for the future. I did a PDP to see where I was with what I needed/training, what resources would be required, my success, and a time frame to hit my targets. There was a discussion on whether I thought the instant payoff was effective or not and if I would use a different model in the future. 




















5.1 Definition of coaching and mentoring and the difference between them.

"Coaching and mentoring are development approaches formed on the use of one-to-one conversations to enhance an individual's skills, knowledge or work performance". (www.cipd.2021).
Coaching and mentoring both share many similarities outlining the everyday things mentors do, whether the services are offered in a paid role or unpaid. (www.cipd.co.uk)

Coaching focuses on producing suitable performance and improvement at work. Coaching focuses on skills and goals, although it could influence individuals' qualities, such as the interaction of confidence. The procedure is usually for different periods and forms the foundation of an ongoing management style. (cipd.co.uk.2021).
"Coaching is unfolding people's potential to increase their performance. It is helping them to learn rather than teaching them." (www.skillpacks.com.2019).
Coaching is a skill; a good coach can coach anyone and anything. A coach in an organization does not necessarily need experience or skill in the topic of the conversation to help the coachees learn. Through self-reflection, the coachee can achieve learning, introspection of the options, and thoughtful action.
Coaching at Asda is carried out specifically; the Asdas manager has focused its coaching programme on those with potential promotion to a more senior management position. Asdas management aims to help them handle situations that they would not have had to deal with previously—covering areas of operation at the more senior level of the organization.
Aldi is committed to their individual development and progress through life and work, by introducing their engagement survey in 2019 where 94% of its employees took part and resulted in an engagement score of 84%, listening to all employee's feedback, Aldis then focuses on the key areas like training and development, encouraging all employees to understand its good to talk. (Aldi.com.2021).

Mentoring can often be long-term, lasting six months or sometimes even years. There are no qualifications needed to be a mentor, making it easy for businesses to start mentoring programmes. Mentoring is less structural than coaching, while having a meeting agenda and goals is recommended, and it will be the mentor's job to put this together.

Mindtools.com suggested that using the GROW coaching and mentoring model can be a simple yet powerful framework for structuring coaching and mentoring. (mindtools.com)
Buisness.com suggests that using the OSCAR coaching model in an organization can be a handy tool, with the ability to adopt a developmental coaching style to the success of the organization and team. OSCAR stands for the outcome, actions and reviews. Although this model can be applied to nearly every coach's predicament, it is argued that it is most effective when working towards long-term outcomes. This framework provides momentum for implementing achievable goals through the action aspect. (businessballs.com.2021).

Tangible and Intangible-
Some of the tangible benefits to coaching and mentoring both for the employer and employee for an organization are employee recognition, which is crucial for maintaining good employee morale and having a good employee retention rate. When employees see and feel they are being recognized for good work, they are likely to feel like they are an important part of the organization and value. The increased awareness of problems and opportunities and better opportunities improved skills: acquiring a new skill or improving on an excising one and improving working relationships with the team. Some of the intangible benefits for an organization are improved relationship reports, improved stakeholder relationships, the organization's commitment improves, and job satisfaction is high. (20-rock.com2021).
Line manager as coach-
A lot can be expected of a line manager, especially in the days of the pandemic, as organizations have had to adapt quickly and to the fast-changing economic and social constraints. However, a line manager as a coach is getting results through others and is the heart of effective management. Sir John Whitmore, author of 'coaching for performance', defined coaching is unlocking a person's potential to maximize their performance. (CIPDcommunity.2021).
Coaching is helping the coaches rather than teaching them. Often, coaching managers share expertise, give advice, tell people what to do, and quickly provide a solution. A line manager would use words like "do it this way" or "why don't you do it this way", the shortcut approach can be used when an urgent decision is required or the team member is inexperienced to be making their own decision, however, if managers only ever use this approach, it keeps the team dependant on them. It can lead to de-motivation and lack of engagement as team members are not encouraged to draw their resources and think for themselves. The main responsibility of a line manager as a coach is to listen to gain insight, show empathy and build rapport, questioning in ways that encourage the coachee to arrive at their solution that the issue, give feedback, point out strengths and provide a conversation structure that clears the way to goal setting. ( www.cipd.co.uk.2021).
However, suppose a line manager does not have the right skills or apply them appropriately. In that case, it may be hard to have an open, honest conversation that indicates effective coaching. The combination relationship can also be negatively affected if the manager feels the need to return to a disciplinary management style.
Asdas manager Karl Smith believes that being transparent and straightforward with the team members with the vision, motivating building trust and confidence in the team, seeing each individual's potential with the right coaching skills is always a good end solution.

Line manager as a mentor-

One of the most significant benefits of line manager mentoring is having an objective sounding board for ideas. A mentor is a person with who you can have a confidential conversation about the individual's expectations. The line manager as mentor drives the agenda. The mentor listens and goes to discussions to support the trainee in developing new ideas and perspectives but does not look to impact the trainee to a particular course of action. The trainee's target and actions from mentoring conversations are their aim and are not directed by the mentor. Mentoring discussions focus on the professional development of the person. However, many managers benefit from developing and using mentoring within the workplace. However, mentoring an individual that the manager also line manages can be more challenging to remain objectives, non-directive and ensure that the trainee drives the agenda.  

Resilience and change 
"Resilience can be defined by most as the ability to recover through setbacks, adapt well to change, keeping going in the face of diversity". (hbr.org.2015).

"Resilience is the ability o adapt in the face of threat, adversity or remarkable stress a critical durability element to intergrade an ongoing change, resilience allows an individual to pull through hardship". (trainingindustry.com.2020).

Some of the exciting and emerging drivers of change in today's workplace are new management; when the workplace has a new manager, change takes place, and it's natural for employees to feel anxious about possible changes. Organizations are always looking for new ways to cut costs with a shift in workforce reduction, resulting in downsizing and jobs being laid off. Reorganization/restricting linking to workforce reduction in the restructuring the whole department may have to captivate the work of others, or employees could find themselves doing a job that they aren't trained for to lower costs. Acquisition, where organizations are brought and merged with other organizations, creates an additional layer of employees, and roles may be shifted. 
The consequences of poorly managed change, when projects and capability are mismanaged from the "people side change" perspective, desired results are not met, there's a lower level of meeting objectives, not finishing on time or budget. At the same time, the speed of advocacy will be slower, ultimate utilization will be slower, and capability will be less, all of these lowering expected returns. 

Evaluation of my performance as a coach
I have used the Kolbs reflective model to help me reflect on my experience as a coach by using the three stages Concrete observation, thoughtful observation, abstract conceptualization and active experimentation. The first stage was for me to sit down with the coach to overview the issue to enable me to guide and give advice in the best possible way. After listening to the coach, I came up with some practical questions that I felt were both open and closed questions and handled my questions by giving the coachee the answers and helping him come up with his own to reach his goals. I feel I have to rely on my notes a lot more than I wanted to, resulting in slowing down the interview. I agree that next time I would rehearse my questions better beforehand. However, I feel my questions were purposeful, an action plan was approved, and a follow-up session to finish the interview. 
I felt that listening to all the obstacles and blocks that keep the coachee from achieving their goals was easier to resolve using the Instant pay off model; the model helped me see what the coach was lacking in and helped with the brainstorming and ways around the block. Although I thought the Instant pay off-model was helpful, using the OSCAR coaching model was better and up to date. The model is most effective when working towards long-term outcomes, which we are looking for to achieve a manager for the coachee. I enjoyed interacting with the coachee and listening to their issue. I was hopeful that we would come up with the best resolution, feeling a sense of achievement that I could help the coachee reach his goals. I believe as a coach, I have good listening skills, and I communicate well being left after the session with the feeling of empathy. In the future, I will learn to be calmer and talk slower, as well as watch my body language as I was nervous a lot of the time as it wasn't something I had done before. Going forward, I would like to develop my coaching skills by interacting with other coaches, coaching several people concurrently, listening to myself, coaching and asking for feedback. 



Personal development plan
  What do I want/need to learn
What will I do to
Archive this?
What resources or support will I need?
What will my success be?
Target dates for review and completion
 
  Self-awareness and systems awareness
Necessary Training 
Advice from lecture 
I will be more confident as a coach
11/1/2022
 
  To be more direct
Confidence building
Looking at confidence building courses 
To be more confidant speaking formally in front of my client 
13/1/2022
 
  Be aware of health and safety 
Read the risk assessment for the building 
Support for the management of the business 
Id be ensuring the health and safety of the client 
15/1/2022
 
 

Conclusion

To conclude this report, the researcher will first be looking at the definitions of coaching and mentoring and critically evaluating the similarities and differences between coaching and mentoring and comparing two other learning intercessions. Next, the researcher has looked at how they work in an organization in practice. The GROW model was used as a template as it is a simple but effective model to use and the OSCAR coaching model. This is a beneficial model to be used in an organization with having the ability to adopt a developmental coaching style to the success of the organization and team. Research had been undertaken on the tangible and intangible benefits of coaching and mentoring to both employer and employee. The researcher then went on to critically evaluate the line manager as a coach/mentor looking at the multi facing tole of the line manager and what nessaserry skills and behaviours are needed for the role. Next, the researcher looked at the part of coaching and mentoring and building resilience and dealing with change in an organization, looking at the definition of resilience and change management and how can poorly manage change impact the organization. Lastly, a valuation was undertaken on my performance in the peer coaching exercise. I used the Kolbs reflective model to help me reflect on my experience as a coach. The model helped me reflect on my performance step by step, what I enjoyed, what I didn't enjoy and what I want to improve on for the future. I did a PDP to see where I was with what I needed/training, what resources would be required, my success, and a time frame to hit my targets. There was a discussion on whether I thought the instant payoff was practical or not and if I would use a different model in the future. 













