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Executive Summary

This report will include a task looking at the similarities and differences between coaching and mentoring, including a comparison with two other learning interventions in the workplace. E-learning is becoming more popular with everything online with no need of a human presence.  Coaching in the last decades have become useful in organisations with developing confidence and skills to the employees.  It will also look at the advantages and disadvantages of having a line manager as a mentor or coach. The purpose of coaching and mentoring to encourage resilience in the workforce, will be examined.  A models used will be the Grow and Oscar, the coaching exercise will be explained along with a reflection on the strengths and weaknesses shown during that exercise. There will be examples of tangible and intangible ways to motivate the employees.  The final aspect of the report will include a personal development plan in the appendices.  



























1.0 Introduction
Coaching and mentoring are similar, they are both used in a wide variety of places such as businesses, schools, and universities. Even though they have similarities they also have quite a few differences. They are both effective in developing workers’ skills and have grown in popularity with employers using them to enhance the skills of the employees. Coaching and mentoring have provided a major development in learning and teaching. (Landsberg 1996) stated that there are a considerable number of coaching tools and habits.  There will be a reflection on how coaching and mentoring compare along with two other learning interventions and the benefits that can be seen within any organisations that use these methods. (CIPD 2021).




















2.0 Main findings
2.1 Definition of coaching and mentoring
Coaching and mentoring over the last 15 years have played a big part in assisting employees to develop their worker’s skills. (Parsloe 2021). Although coaching has been used for many years, it has become more formalised in practise in recent times. In the last few decades coaching was likely to involve telling coaches what to do rather than guiding them. (Energeum 2020). Coaches never put their own views into the conversation, nor will they offer solutions. Instead, the coach will prompt the coachee to explore their issues themselves to reach a solution. Asking the coachee provoking questions is one of the coach’s tools, followed by making important decisions, along with recognising behavioural changes and then acting (Coaching network 2018). The relationship between the coach and coachee can be short term. The role of the coach is to drive the improvement of the coachee’s professional ability. Team coaching can be extremely useful with all team members giving feedback. The coach then can see how different team members are, along with seeing how different it can be when coaching face to face and with a team. Also, the coach can learn new skills (Clutterbuck 2007).   Good coaches have mastered the art of asking questions in a way that will help the coach to elaborate more and give feedback to their answer, so that by the end of the session the coachee will The Grow model asks the coachee to identify their Goal, and their current reality so that they can clearly see what needs to be worked on. They then identify their Options or Choices on how to find the best Way forward (performance 2019). 
Similarly, the Oscar model starts with the desired Outcome of the coaching session, but also looks at the Scale of the issue to be addressed. The ability of the coachee to improve is identified as their Choice and then look at how to act and affirm the change they will make. On completion of this they will make Review how thing have gone (mindtools 2021).   
The mentor's job is to share the working experience of the mentee, preparing them for any future position. Functionalist mentoring has the intention of grooming the mentee by working with an experienced colleague, using face to face teaching, helping the mentee in all aspects of their role (Kran, 1988:2) The mentor will introduce the mentee to contacts who can be useful to them, along with guiding them around the business, advising on industry trends, and business strategy (pushfar (2017). 



2.1.1. Similarities and Differences between coaching and mentoring    
A significant difference between a coach and a mentor is that the business pays for the services of a professional coach to work with their employees whereas, mentors are likely to already work for the company. With training from the coach, the coachee should be able to put 100% into their role and then be able to add profit to the business. (Mentoring vs Coaching 2020). By companies using a coach, there will be great benefits for both employers and workers by improving performance. (e-learning 2021). Brookbank and McGill – what purpose is served by coaching. 
Another significant difference between a coach and a mentor, that is the mentor and mentee can often build a lasting working relationship, whereas the relationship with a coach is likely to be short term. The mentor outcome is different to the coaching outcome, as the relationship between the mentor and mentee can change over time, with their guidance being more specific (What are coaching and mentoring 2019). There will be measurable results. (Coaching 2017). Mentoring can be informal, and this form of training is more relaxed than coaching, keeping within the company culture. Mentoring is to focus on the company issues and changing agenda. (Garvy, R, Stokes, P, & Megginson, D. 2009). 
In previous decades, mentoring was likely to involve the mentor simply training the mentee on how to carry out a role and then expect the mentee to recall instructions. This was suitable for a mentee who could easily recall information, and to the mentor it was just a job. However, now the mentor and the mentee form a relationship. (Bussin, 2013). The mentor's job is to share the working experience of the mentee, preparing them for any future position. Functionalist mentoring has the intention of grooming the mentee by working with an experienced colleague, using face to face teaching, helping the mentee in all aspects of their role (Kran, 1988:2)  

2.1.2 Tangible and intangible benefits of coaching and mentoring
For example, a tangible advantage is that employers will show the employee that they are recognised for their performance, along with gaining productivity, staff retention, and profit, making the employee feel valued in the company by offering tangible benefits or rewards. Intangible benefits will improve relationships, teamwork, or conflict resolution (Denton 2018). It was found that 93% of employees valued the reward of coaching, and stated that they would stay with the company, however, only 10% of companies offered coaching as a standard element of learning for senior members of staff. An essential element of any coaching and mentoring in a company is knowing where a difference is needed, this could be in a tangible action, e.g., staff retention, profitability or a quick product turn around. Some might prefer intangible e.g., relationship improvement, conflict resolution and teamwork (Johnson 2020). Also, Brown (2020) in his research found that companies which have high employee engagement can boast an increase of 17% in productivity and 21% in profitability, with employees who will work more effectively and stay longer with the company. Managers must know how to encourage employee engagement, by using this system of mentoring as it will also help them gain insight into what is going well and what is not. Intangible benefits are seen when engaged employees have the determination to get the job done, along with having high morale, creativity, and growth. And they can also be seen in employees having the right resources to get the job done, resulting in increased pay, and bonuses, (Thomas 2009). 
2.1.3 Compare both coaching and mentoring to two other learning initiatives.
Apart from mentoring and coaching, other learning interventions can be used. For example, measuring engagement regularly will help managers overcome obstacles before they become a major problem. Highlighting what is going well and connecting with the weaker teams or departments will make organisations stronger (weekly 2020). Asking employees for feedback will build trust and they will feel valued. Sharing relevant data to all employees will help build a better culture. Some organisations will ask employees to answer a survey, but the survey results are not always used efficiently and effectively. When an engagement survey is launched, it should first work from the impact they would like to create. All employees need trust from leaders and co-workers: having meetings about changes along with communication on all data, will allow them to be confident about their future (Brown 2020). 
E-learning is an effective method to use, particularly recently with Covid 19, as it can be carried out without a coach or mentor, just a computer. E-learning is a system that with help using electronic resources, while the mentor or coach can be in or out of the room. E-learning can provide a network to enable the transfer of skills and knowledge. However, it has been classed as a system lacking in human presence so was not universally accepted but with the growth of technology it is becoming more widely used. Knowledge can know be found on the internet at any time (The Economic Times 2021). Much of what we see of e-learning is not new, it has been around for some time and is known as computer-based training or CBT. (Clark, R, C, & Mayer, R, E, 2011). Brown, A (2020). Besides, these courses can be accessed any number of times by employees. An e-Learning platform can allow companies to efficiently administrate courses and communication to all employees also downloading projects to share with managers. All information is in one place making it easier for employees to see. e.g., calendars, archives, and evaluations in just a few clicks. Companies can customise the e-learning platform for their own needs. It can also include tools which can evaluate tests and supply the results, and it can also download and personalise reports for all employees. It can also save money by not using stationary along with faster updates.  (Huirx 2020). 

2.2 Critically evaluate the Line Manger as Coach/Mentor
There are many companies that are training managers to become a coach or mentor rather than having external coaches. According to Stober and Grant (2006) adults are motivated in their learning, this leads to a greater autonomy and freedom of action and thought. Coaching managers can focus on developing and not controlling the team members, which can create responsibility and awareness, with the individual and team members.  Another advantage to the coachee or mentee is that they can then become independent in thinking for themselves. The managers will then free up time for strategic activities. This will cost less, and so increase profits.
By using a line manager for coaching or mentoring, according to a survey by the CIPD Learning and Development Annual Survey report 2014, it was found that that 76% of companies are offering coaching and mentoring, this rose to 85% in larger companies. Companies are using more internal coaches and mentoring learning techniques showing that this is a positive model to use. 
The line manager must have the correct skills and knowledge and offer a level of support. Being a line manager does not mean that they will necessarily become a good coach or mentor. There can also be conflict between the line manager with the coachee or mentee when working together (Wales 2020)
Skills needed by a line manager to become a coach/mentor include the need for the coach/mentor to be able to listen, build a trusting relationship, and always encourage the coachee/mentee.  They should be able to identify goals and problems that the coachee/mentee may have, and they should also be able to instruct, develop and see capabilities that the coachee/mentee need. Feedback is always necessary between coach/mentor, coachee/mentee (Chisholm 2020).
  
Levenson's description on mentoring, states that, the mentor should be able to be a transitional figure who will invite and welcome the younger colleague by teaching and guiding them with the result of surpassing the mentor. (Levinson et al 197:323). Levinson DJ et al (197) seasons of a Man’s life publisher Alfred A Knopf New York
The mentor will now also have the knowledge and experience regarding what the mentee needs for their development, along with sharing the skills required.

3.3 Definition of resilience and change management.
Communication is the best way to engage workers when companies are constantly changing their policies which must be effectively managed. As companies having different values, cultures, and goals, and change objectives, not all management models will fit. With Covid 19 management had to change and learning how to use the internet for all most everything became important. This was extremely challenging for some managers who were less familiar with working online. They had to learn to use, for example Microsoft Teams, Zoom, and Skype to stay connected to employees who were working from home, having daily or weekly meetings keeping everybody in the loop. This was happening all-over the world (Proctor 2014). Clutterbuck (2017) stated that seeing clients grow with resilience is one of the most gratifying parts of being a coach or mentor. The coachee/mentee gradually learn to embrace change and even thrive on it which previously would have caused them stress.
3.1 Helping coachee/mentee develop resilience                                                                                         
Being resilient means the ability to deal with problems, by not giving up or leaving when things become difficult. The first thing is to find out what the challenges are with the coachee/mentee, this can be unexpected change, setbacks, or disappointments. It is quite easy to spot a lack of resilience it can display as low self-confidence, being afraid to make decisions and having a feeling of being overwhelmed. The best way for a coach/mentor to help is for them to allow the coachee/mentee to understand and cope with their current situation and build their level of resilience. The best way to do this is to make a list of all challenges worrying the coachee/mentee, then start to ask questions on what the best outcome would be.  This could be followed by letting the coachee/mentee answer and encourage them to elaborate on all answers.  Coaches/Mentors can help coachee/mentee by creating a flexible plan and reviewing it regularly. Motivation can help build resilience for the coachee/mentee and becoming proactive, giving them more control over what is happening.                                                                              






4.0 Critically evaluate own performance
The GROW coaching model was used:
G – the goal was to improve the relationship between the worker “Kelly” and “Gavin” her manager
R – the reality was that Kelly felt that Gavin was not helping her make progress with her new role
O – an option was to arrange a meeting with Gavin/Kelly/coach.  Kelly had tried talking to him but with no success

W – the way forward was to encourage Gavin to see Kelly’s need for support.  The coach would be there for the initial meeting to ensure that both sides were heard, and the issue was resolved
My scenario exercise went well I believe.  With the questions I asked the coachee they could elaborate making them able to realise what was wrong. The answers they gave then helped them to see what they needed to work on to address the issues.   
An area I would wish to work on is to focus entirely on the conversation throughout so that I had a stronger understanding of the views of the coachee. 
I need to work on motivating the coachee in to becoming more honest and confident, when answering the questions asked, I will also be giving constructive feedback and encourage the coachee to be more open and building trust between us. In the future I will be reading up on all coaching theories, which can guide me in the right way, helping to boost my confidence. I will look in to training programs on coaching.




















5.0 Conclusion
As can been see is this reflexion, studies show, that mentoring and coaching as learning interventions can be used in many companies and can be similar in some ways but different in others. Some companies prefer to use coaching while some companies prefer mentoring, depending on the company’s’ culture. It has also been seen that there are intangible and tangible benefits to both coaching, and mentoring. There has also been discussion of two other learning interventions which are e-learning, and employee engagement.  Both coaching and mentoring are becoming more widely used and are likely to continue Develop.to change over time, keeping up to date with the way companies.
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Appendices

Personal 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

	

How to become a line manager coach

	                                   I will be sitting in on sessions with a coach
	
I will be using the Grow and Oscar models for guidance
	
Being able to apply the coaching models while observing the sessions with a coach
	                                                                                    01/01/22

	





	
Shadowing other professional coaches
	
Reading up on coaching theorists 
	
Being able to apply my understanding of the theorists while shadowing the coaches in their meetings
	

             01/02.22

	





	
Start a session with a qualified coach observing me lead a coaching session
	
Feedback from the coach observing me holding a coaching session
	
Receiving positive feedback from the coach and being able to put any suggestions for improvement into practice
	

             01/03/22

	





	                                                                    Lead a coaching session on my own 
	
Feedback from the coach who observed my previous session, and the knowledge and experience I have gained through reading theorists and leading my previous coaching session
	
                                     Reaching my goal
to be able to coach employees effectively

	

             01/04/22

























	
	
	



