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[bookmark: _Toc89867586]Executive Summary

Companies are realizing that many advantages of developing talented line managers to improve through coaching and mentoring programs., these methods are used to support employees’ advantages for personal and professional, also tools to run coaching programs. This report is to highlight the key differences between coaching and mentoring and other learning tools, how to be used in organisations, examples of success, and how the organisations can improve, create, manager and run effective talent development plan.
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The context of this report is to critical evaluate and to highlight the importance of the Coaching and Mentoring, these two and other learning interventions within the organisation, to consider tangible and intangible benefits of Coaching and Mentoring, also to consider believes and attributes to Line Managers, to identify different changes in the workplace and in order to complete the report a personal reflection will be attached based on different Theories, Framework reflections, different Models such as OSCAR/GROW/PDP will be included.
The Aims of this study are to Define an overview of Coaching and Mentoring within the Organisation, Key elements and Models that can be used in Coaching and Mentoring for Line Managers, The impact on the Organisation and changes in the workforce.
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[bookmark: _Toc89867590]Definition 

[bookmark: _Toc89867591]Coaching 
Is a process that enables learning and development to occur and this performance to improve (Parsloe, 2010), also Clutterbuck defined Coaching in his book “Techniques for Coaching and Mentoring”  as a primary process in achieving improvement in short-term for a specific skill, in this meeting the coach perform feedback with specific questions, while the coaches takes ownership of the process in order to identify the goals, barriers and how to overcome (Watt, 2004).
(Allan, 2007) argued that Coaching is a professional service providing clients feedback and guidance, Coaching is an ongoing collaboration, partnership build on taking actions, in this process coaches find themselves that they find the answers and the solutions, taking more effective and focused actions, become more balanced and fulfilled. Coaching helps individuals to reach their goal, learn skills, recognised their blocks, identified how to overcome, and move forward with great momentum and clarity the process is a short term and task orientated with regular meetings (Malderez, 1991).

[bookmark: _Toc89867592]Mentoring 

Mentoring its defined by (Ahern, 2003) as the act of making a difference, the ability to achieve results through people, where required a customised growth plan, that fits the individual and the mentor in Mentoring the time frame is undecided as it focuses on long term development, mentors show the mentee the solutions and how to do something, but there are also some differences a coach will help the coaches to do a deep search in themselves in order to find their own solutions in this cause coach as an active but neutral role, the coach encourage the coaches to find the resources in themselves as it has stated (Foster- Turner, 2006) “you have it all in yourself” (Hobson, 2013).
[bookmark: _Toc89867593]Similarities and Differences 

Based on (Conner, 2007) Coaching and Mentoring are working together in supporting client in achieving their specific goal, has empathy, use active listening, unjudgmental, the goal of both revolves around supporting individual development within the Organisation, while there are some sillimanites, coaching and mentoring are two different styles, the approach of achieving these results, the type of development and the relationship between the parties is different in both cases, Mentoring is often a longer relationship between someone is more experience the Mentor and the less experience the mentee (Shulman, 2013).  Mentors give advice and show the mentee what to do or how to do it the focuses is on developing the mentee professionally where the mentee is in charge of the agenda d reaching out to the mentor as needed, the relation between the Mentor and the Mentee, the Mentor is the expert and the expertise showing the Mentee what to do, on the other hand Coaching has a short time frame and a more structure nature with regular schedule meetings and Coach does require to have a direct understanding with the job performed by the coaches and often involved focusing on developing goals and meeting specific  needs or skills of coaches at that time, in the Coach and Coaches relationship, Coaches is often the expert and the Coach is simply pulling that knowledge out of the coaches (Whitemore, 2002)
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[bookmark: _Toc89867595]Clutterbuck`s Four Styles of Helping Framework

(McCarthy, 2013) argue that Clutterbuck Framework has a huge contribution on mentoring and coaching, therefore Line Managers implement these learning interventions in the same conversations and also takes directive role where needed, as Clutterbuck suggested is essential for Line Managers to recognise the changes that take place in different contexts. (Carroll, 2007) In order to compare two learning interventions with Coaching and Mentoring, including Counselling and Training all have an important goal to help client personal development, often Coaching is confused with Training, Coaching is a learning and development intervention, goal-orientated in order to reach goals that are important for coaches, Training refers as transferring knowledge, based on hierarchical, structural, formal system, where the timeline is short and strictly defined by the trainer . (Clutterbuck, 1998) argue that Training is skill orientated similar to coaching, focuses on educating trainees to gain new skills or knowledge to achieve the trainee end goal, however, the difference between Training and Coaching is that Training will utilize various tools to help trainee to perform a task or a process, Coaching in order to achieve the end goal, the Coach listen, ask questions and challenge the coaches to come to their own solutions to overcome their blocks where training is more about sharing experience, knowledge, uses transferable skills, and gives the solutions to reach the trainee goal (Gaudine, 2004).  Mentoring and Counselling (Cromwell, 2004) is often confused, Mentoring is more of a long-term relationship based on trust to gain wisdom that leads to individual grow performance,  Mentoring  focuses on goals orientated same as Coaching and Training, Counselling, however, has some differences, the primary difference on how this learning interventions work with mentees is that utilizes the methods and mechanisms of that have previously worked for the mentor, the mentee will model the Mentors actions and behaviours to achieve similar outcomes , therefore, Counselling is post emotion oriented, it focuses on understanding what is wrong to be able to heal or to recover, in most cases counselling is the process based on individual trauma, as relationship counsellor work with counselee to get past issues and feelings (Cox, 2004).
The Tangible and Intangible impacts of Coaching and Mentoring on employees is a vital tool for the Organisation to see a difference in the workplace, staff retention, productivity or profitability also intangible such as: employees and stakeholders relationship, teamwork, conflict resolution, evidence from International Coach Federation Report (2019) suggested that long term coaching and mentoring employees have a significant impact on the Organisation Success, employees show more passion and motivation, by having coaches their managers and mentors together it creates clarity and internal support for employees. Both line managers and mentors has a value part in the process, intangibly it creates more hones communication, improved relationships and increased teamwork on the other side tangibly increased productivity and employability (McGovern, 2019).
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[bookmark: _Toc89867597]Line Manager

Based on (J., 2007) The role of Line Manager as a leader, coach, mentor is responsible to motivate the employees in achieve their higher performance to maximize their potential, Clutterbuck (2004) suggested that the main duty for Line Managers is the Staff they have responsibility for, he also suggested that coaching and mentoring are essential tools in supporting the development of employees. Coaching and Mentoring as a skill for line managers is necessary to develop and quality, the line manager coaching role is to recognise the issue and to be committed involved in mentoring specific employees and organisation goals (D., 2008).
The advantages and disadvantages of line manager coaching and mentoring, Line Managers has a better understanding of the environment, technique and technologies that it is in the Organisation, the he well-being and job satisfaction, responsible for adaptation and Innovation, having Coach Line Manager within the Organisation, employees are more engaged, better performance, increase employees job satisfaction and work efficiency, employees become more skilled, confident and motivated, coaching and mentoring employees can increase the Organisation Development and Growth, however, there are some downside of a line manager being the Coach and Mentor within the workplace is that the majority of them are not trained in coaching and mentoring therefore they don’t hold the necessary tools and technique to help the employees, they would not have the right questions to ask, or the let the coaches think for themselves, lack of constructive feedback or listening skills in a way to productivity, employee retention and job satisfaction to support and guide individuals in their professional development 
[bookmark: _Toc89867598] Assessment of skills and behaviours 

(AM, 2008) The skills and behaviours required by the line manager in order to be a successful coach/mentor according to Sir John Whitmore is showing empathy, listening, feedback and commitment, nowadays, employees no longer want to work in a job, they want to be part of the organisation, to be included and to have the potential to grow. The coach skills can increase the coaches confidence and communication, the coach ability to show empathy towards coaches feelings provide a strong support system, coaching employees with empathy it works on a deep emotional level to analyse the root difficulties, feelings, such as anxiety or discomfort or any family issues that can affect the employees performance. Another important skill in coaching is active listening gives coaches the opportunity to think and express their issues and emotions, effective listening skills gives the line manager to retain the information and to pay a close attention to the speaker behaviour and what is his goals and expectations in order to accomplish and if align with the Organisation goals and culture. Based on (Folkman, 2006) Offering feedback and being committed to support employees within the Organisation is necessary special in a changing environment, the ability to understand and to encourage others will reinforce the line manager role as a friend, colleague, and coach/mentor (Riddle, 2006).
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[bookmark: _Toc89867600]Change Management and Resilience

Resilience is defined by (Spencer, 2006) as the ability to become strong again after something bad happened, resilience help people to bounce back when things go wrong, employees that are good at resilience developed other skills, such as, problem-solving, can do attitude, work under-pressure, to boost resilience employees are encouraged to: break problems down in small pieces, build network support, friends, colleagues, managers and supervisors, also know limits, poor managed changes can have a huge impact on employees,  to much pressure can build anxiety and frustration, lack of concentration and performance, big impact on organization productivity, impact on Brand Image and  Stakeholders. (Larson, 2006) argue that Management change is defined as the application of a process, goals, technologies and tools for leading the people to the desired goal, a systematic approach to deal with the transition, these changes can be: new technology, change in leadership, change in organisation culture, crises, According to (Bryant; 1995),building resilience, through coaching and mentoring, help employees to deal with these changes that occur in employee’s life traits and skills, Manager Line interact with environment and behaviour that leads to successful adaptations towards change, this can also highlight employee resilience.
[bookmark: _Toc89867601]Task 4:
[bookmark: _Toc89867602]Personal Development Plan/ Personal Strengths and Weaknesses

My own performance as a Coach I found that by asking the right questions I was able to help coaches to reach their full potential, improve their skills , recognised the barriers and how to overcome them in order to reach the end goal, the best approach and technique that I found useful in my case was based on “INSTANT PAY OFF MODEL”  this approach helped me to find the starting point, coaches visions and life ambitions. I found myself good at listening and encouraging coaches to explore deep issues, I also found myself enjoying the time where coaches come with solutions for their problems and realised that in order to be able to do this, I require a number of skills, compassion, empathy, listening, also Kolb argue that there are four stages in the learning cycle guiding professional coaches to overcome the leaders overreliance on their learning style and to access more effective behaviours, I found that Kolb`s four modes and learning styles helped me to understand better , have effective coaching methods and practices in order to encourage coaches to reach the end goals. The feedback that I received from coaches, was to improve my ability to spot the issue sooner, which I consider that some problems are related from their background, and up bringing, such as the skill to hold eye contact and public speaking, some of these issues has a deep connection with childhood. To improve this feedback, I will enrol into consoling courses where I can explore the knowledge of feelings and emotions. 
Personal Development Plan for coaching is aiming to evaluate the life changes, whilst assessing strengths and weaknesses to improve different skills.
Please see the framework in the appendix.

[bookmark: _Toc89867603]Conclusion

To conclude the Report, Coaching and Mentoring, are programs that Organizations use over the years to develop and retain employees, however,  traditional programs has only been provided to a number of employees, because of the administrative costs, applying new tools and techniques, nowadays is more applied in companies, Line Managers now have greater opportunities to employ talented people in order to have a positive effect on organization productivity and success, also employees career, work environment, engagement, employee retention and career growth.
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Table. 1 personal development plan.
	Set Goals
	Improving Coaching and Mentoring Skills


	Prioritising Goals
	Short-time- questions 
Long-term- courses to improve the coaching skills
University Training with University of South Wales
Internship in Organisations, coaching and mentoring employees
 

	Deadline
	Three years/ end of 2024

	Threats and Opportunities
	The Threats that I can see are:
· Competition 
· Lack of motivation
· Financial resources 
· Family problems
· Global Pandemic
Opportunities are working in a well establish companies that what to help employees, clinics, schools, network.


	Develop 
	Planning and action plan

	
Support Network
	Lectures 
University
Business Wales program support
family and colleagues 
Financial Advisor

	Measure Progress
	Assignments and exams 
Feedback from University and Courses
Lectures Feedback 
Employees 
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