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Executive Summary
In today's business environment, leaders need to be flexible and quick-thinking. They must be able to organise their ideas, collaborate with others, and motivate their teams to achieve their goals. Experts like Ibarra and Scoular (2019) suggest that coaching and mentoring can be valuable tools for developing leaders. Research has shown that coaching can enhance decision-making abilities, increase self-awareness, and improve relationships between team members. Similarly, mentoring can help leaders build stronger networks, boost confidence, and enhance their strategic thinking abilities. (Brinkmann, Cash and Price, 2021).
This research report aims to explore the impact of mentoring and coaching on leadership development. The study will use mixed research methodology, including case studies, surveys, qualitative interviews, and experimental studies to provide a comprehensive understanding of how coaching and mentoring affect leaders. The findings of this study will be significant in advancing our knowledge of how mentoring and coaching can enhance the careers of leaders. The results can also be used by organisations to improve leadership development programs and support their leaders in becoming better leaders, ultimately contributing to the development of leadership.
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[bookmark: _Toc141892983][bookmark: _Toc142043333]Introduction
[bookmark: _Toc141892984]In today's fast-paced corporate environment, it is crucial to invest in efficient leadership development programs and learning resources to foster the necessary skills for future success. The high performance begins at the individual employee level and extends to the team and top management level since workers will be the future leaders (Salas‐Vallina et al, 2020). Developing adaptable and flexible leaders who can think strategically, find innovative solutions to issues, and motivate others is heavily dependent on coaching and mentoring. Mentoring encourages strategic thinking and self-confidence, while coaching improves self-awareness and decision-making abilities. Empowering leaders to work towards organisational objectives and establish strong connections and networks is essential.
[bookmark: _Toc142043334]Aim and Objectives of the Research 
The purpose of this study is to explore the role of mentors and coaches in contemporary leadership practices and analyse how they impact the growth and performance of leaders. It seeks to understand the perspectives and experiences of leaders who have received coaching or mentoring and identify the critical factors that contribute to productive interactions in a leadership environment. The study also aims to examine the potential benefits and challenges of coaching and mentoring in modern leadership.
To achieve these objectives, the research will conduct a detailed analysis of existing knowledge and theories on coaching, mentoring, and leadership. It will identify various coaching and mentoring models, strategies, and methods used in contemporary leadership situations and assess their impact on leadership performance, skill development, and career advancement. The study will also investigate the factors that contribute to the success of coaching and mentoring relationships in a leadership context by gathering input from business executives who have participated in coaching or mentoring programs. Finally, the research will provide Organisations with practical recommendations for creating and implementing effective coaching and mentoring programs for leadership development. Overall, this study aims to advance the understanding of coaching and mentoring practices in modern leadership by addressing these areas comprehensively.
[bookmark: _Toc141892985][bookmark: _Toc142043335]Importance of Topics and Context
Traditional leadership strategies may not suffice in handling the complex challenges and diverse demands faced by teams in the changing nature of work (Contreras et al., 2020). To develop modern leaders, it is vital to understand the role of mentors and coaches in this process. Modern leaders face various obstacles, including managing remote teams, promoting inclusivity, and advancing sustainable practices. To equip leaders to tackle these issues, coaching and mentoring can provide fresh perspectives, emotional support, skill-building, and strategic advice (Ünal, 2022). The significance of studying mentoring and coaching is emphasised by several factors. Firstly, mentors and coaches can significantly influence the development of leaders. Secondly, further research in this field is necessary as coach and mentor studies are still relatively new. Thirdly, training programs for coaches and mentors can benefit from the research's findings (Al Hilali et al., 2020).
[bookmark: _Toc141892986][bookmark: _Toc142043336]Rationale 
The importance of mentoring and coaching in leadership has increased recently, but there's a need for more accurate data to demonstrate their effectiveness. Research can gain a deeper understanding of the subtleties involved in mentoring and coaching processes and how they impact leadership effectiveness. Coaching and mentoring are crucial for developing effective leadership within organizations. These practices focus on training and enhancing the skills, knowledge, and competencies of individuals in leadership positions. Coaches and mentors provide personal guidance and support to leaders, helping them identify their strengths and weaknesses and concentrate on areas that need improvement. Coaching and mentoring play an essential role in empowering leaders, encouraging continuous growth, and fostering a culture of learning and development in the organization. In the future, these practices will significantly impact leadership effectiveness and sustainability.
[bookmark: _Toc141510778][bookmark: _Toc141892987][bookmark: _Toc142043337]Existing Studies
Numerous studies have explored the impact of coaching and mentoring on leadership, but many of them are outdated or have a limited scope. In today's world of leadership, only a handful of studies concentrate specifically on its practicality (Al-Kassem, 2021). The primary objective of this study is to furnish new, up-to-date information that addresses this gap in knowledge while also enhancing current knowledge. 
[bookmark: _Toc141510779][bookmark: _Toc141892988][bookmark: _Toc142043338]Societal and Research Field Benefits
The results of this investigation might have a significant impact on society and academic disciplines. Effective leadership is essential from a societal perspective for promoting organisational success, encouraging innovation, and developing productive work environments. Effective coaching and mentoring may improve leadership practices, employee well-being, productivity, and overall organisational performance (Iqbal and Ahmad, 2020a).
This study sets out to become a starting point for more research into the many facets of mentoring and coaching in leadership. It could spur scholars to investigate adjacent areas, resulting in a deeper comprehension of leadership development and how it affects organisational results.
The investigation's findings could have a significant impact on society and academic disciplines. To promote Organisational success, encourage innovation, and develop productive work environments, effective leadership is crucial from a societal standpoint. Effective coaching and mentoring can enhance leadership practices, employee well-being, productivity, and overall Organisational performance (Iqbal and Ahmad, 2020b).
[bookmark: _Toc141892991][bookmark: _Toc142043339]Scope of Research 
To maintain a practical and focused study, it is important to establish the scope of research on mentors and coaches and their impact on contemporary leadership (McCleskey, 2014). The following components may be included in the scope, considering the complexity of the topic:
· Different Coaching and Mentoring Models: The study may concentrate on various coaching and mentoring models, including executive coaching, peer mentoring, and group coaching, and how they are used in modern leadership situations.
· Leadership Development: Examine the particular skills and competencies that are strengthened via coaching and mentoring to better understand how these practices contribute to leadership development.
· Organisational Context: Examine how mentoring and coaching are used in organisations while taking organisational culture, size, industry, along with leadership structures into account.
· Individual Experiences: To have a better understanding of the viewpoints of leaders who have participated in coaching or mentoring programmes, examine the experiences and perceptions of these individuals.
· Success Factors: Identify the critical elements, such as coach/mentor qualities, communication, and goal-setting, along with feedback methods, that contribute to effective coaching and mentoring partnerships.
· Challenges and Ethical Considerations: Examine possible stumbling blocks to coaching and mentoring in modern leadership. Discuss ethical issues such as conflict of interest, boundaries, and secrecy.
[bookmark: _Toc141675927][bookmark: _Toc141892992][bookmark: _Toc142043340]Literature Review
The analysis of how coaches and mentors impact contemporary leadership builds upon the work of various scholars and researchers in the fields of coaching, mentoring, and leadership development (Dwyer, 2019). Early writings by leadership theorists such as Warren Bennis, James MacGregor Burns Jr., and Bernard Bass laid the groundwork for understanding leadership theories and their practical applications (Ladkin and Patrick, 2022). Furthermore, the research conducted by coaching and mentoring professionals, including John Whitmore, David Clutterbuck, and Kathy Kram, has provided valuable insight into the mechanics of these developmental relationships (Clutterbuck, 2022). The research question aims to explore the role of coaches and mentors in shaping contemporary leaders. This involves identifying the unique features of mentoring and coaching, recognizing their contributions to leadership development, and understanding how these interactions evolve to meet the demands of the modern workplace (Benmira and Agboola, 2021).
[bookmark: _Toc141675928][bookmark: _Toc141892993][bookmark: _Toc142043341]Transformational Leadership
Leadership, according to Bass, involves interaction among group members that often results in a reorganization of the situation and expectations of the members (Vasanthakumari and Belisa, 2019). In his book "Leadership and Performance Beyond Expectation," Bass compared leadership to a leader who exceeds the expected performance of their followers (M. Bass, 1985).
Bass and Stogdill's Handbook of Leadership defines a leader as a change agent who influences others more than they are influenced by others (Bass and Stogdill, 1990). Leadership occurs when a group member enhances the competence or motivation of other members by broadening their interests, promoting understanding and acceptance of objectives, and encouraging them to focus on the whole group (Campion and Wang, 2019).
The authors of the book present three models - structural, formal, and mechanical - to assist in developing transformative leadership through the Leadership Practices Inventory (LPI). Structural models modify the LPI's organizational structure to create a more conducive climate for transformational leadership (Wulandari et al., 2023). Formal approaches focus on creating official leadership training courses to impart knowledge and abilities of transformational leadership (Gupta, 2020). Mechanical models focus on utilizing technology, such as social media, to foster a sense of community among LPI personnel and students (Arifin and Maunah, 2020).
James Macgregor Burns' work "Leadership" established a transformative philosophy of leadership in 1978, emphasizing the significance of leader-follower connections and distinguishing between transactional and transformational leadership (James Macgregor Burns, 1978). Despite some criticism for not emphasizing transactional leadership enough, Burns' contributions to the study of leadership remain influential. His theories of both transformational and transactional leadership continue to influence the overall view of leadership and are still analysed and debated by experts (Randolph, 2021).
[bookmark: _Toc141675929][bookmark: _Toc141892994][bookmark: _Toc142043342]Servant Leadership
The publication "An Examination of Emotional Intelligence as an Antecedent of Servant Leadership" by John E. Barbuto Jr., Ryan K. Gottfredson, and Travis P. Searle investigates into the connection between emotional intelligence and servant leadership. The leader's willingness to assist followers as an indication of emotional intelligence, which could serve as a precursor to servant leadership. The emotional intelligence is an excellent approach to leadership; however, it might not predict the actual servant-leader behaviours observed by followers (Barbuto et al, 2014). To recognise leaders who exhibit servant leadership characteristics, Barbuto, stresses the importance of understanding the foundations of servant leadership. Individuals who embrace servant leadership report feeling highly satisfied, trusted, acknowledged, and creative. By practising servant leadership without relying on positional or authoritative power, they can achieve Organisational goals (Alemayehu, 2021).
[bookmark: _Toc141675930][bookmark: _Toc141892995][bookmark: _Toc142043343]Authentic Leadership
Bill George presented his idea of true leadership in his book 'True Leadership' in 2003, although its roots can be traced back to the 1960s (George, 2003). Authentic leadership refers to a leader's ethical behaviour and is characterized by self-awareness, commitment to shared values, and a positive work environment.
According to Johnson (2019), an authentic leader is someone who is deeply aware of their values, morals, and strengths, as well as those of others, they understand the context in which they operate and possess qualities such as optimism, resilience, and high moral character.
Ghazzawi et al (2018) identified several traits of authentic leadership, including self-awareness, learning from real-life experiences, building support teams, balancing intrinsic and extrinsic motivations, and empowering others.
0. [bookmark: _Toc141675931][bookmark: _Toc141892996][bookmark: _Toc142043344]Leader-Member Exchange
Dansereau, Graen, and Haga initially proposed the leader-member exchange (LMX) idea in 1975 (Graen and Uhl-Bien, 1995). Leaders have various connections with their subordinates, which may be divided into two categories: in-groups and out-groups. Members of the in-group have a better rapport with their leaders than do those in the out-group. Their leaders provide them with greater trust, encouragement, and accountability. Conversely, out-group members have less favourable interactions with their leaders. Their leaders give them less trust, encouragement, and accountability (Dansereau et al,1975). 
The LMX theory concerns the nature of the leader-subordinate connection and how it affects both groups' behaviour and attitudes.  In-group members are more inclined than out-group members to take on more jobs with greater responsibility because they get more influence, confidence, and communication from their leaders. (Megheirkouni, 2019).
Kuvaas and Buch (2020) conceptualised LMX as having two qualitatively different interactions, economic LMX and social LMX, to create a metric that more accurately represents SET. It may be especially crucial to reveal alternative measures because the most widely used LMX measures are criticised for insufficient theoretical support (Gottfredson, Wright and Heaphy, 2020).
[bookmark: _Toc141675932][bookmark: _Toc141892997][bookmark: _Toc142043345]Research Methods
According to Cohen et al (2017), qualitative and quantitative methods are combined in a mixed methods approach to gather and analyse data. By collecting both the subjective personal views (qualitative) and acquiring objective numerical data (quantitative), this approach enables researchers to acquire a thorough grasp of the area of the subject (Creswell and Creswell, 2018).
The perspectives of leaders who received the mentoring and coaching may be thoroughly investigated using qualitative methodologies like focus groups and interviews. These qualitative data can reveal how mentoring and coaching have affected their leadership growth, the challenges they have encountered, and the advantages they received (Thornton, 2014).
Comparatively, quantitative techniques, for example, surveys, may be used to gather information from a broader sample of leaders and their supporters. This will make it possible for the researchers to determine how much coaching and mentoring influence leadership development in a more statistically significant way (Abowitz and Toole, 2010). 
[bookmark: _Toc141675933][bookmark: _Toc141892998][bookmark: _Toc142043346]Research Methodology and Data Collection
Questionnaires and interviews are the two primary data-collecting techniques used in the research on the effects of mentoring and coaching on leadership development. A large sample of quantitative data may be collected quickly and affordably with questionnaires; however, because of the closed-ended nature of the questions, this data may be lacking in complexity (Daniel and Sam, 2011). Assuring a thorough knowledge of the impact of mentoring and coaching on leadership, the target sample consists of leaders, mentors, and followers from various organisations. It provides theoretical and practical information to include viewpoints from authorities on leadership development. Data gathered from seasoned and up-and-coming Mentors give different opinions, while views from leaders and followers offer comprehensive knowledge. A thorough understanding of the subject will be achieved using a mixed methodology and a varied sample (Thomas, 2023).
This methodology combines qualitative as well as quantitative data-gathering techniques. The multiple-choice questions will provide structured responses that can be used to gather quantitative data on the growth of confidence and leadership skills. The open-ended questions will let participants share detailed qualitative observations about their coaching and mentoring experiences. This combination of question types will provide a comprehensive understanding of how coaching and mentoring have impacted modern leadership techniques (Vogt et al., 2014). 
Overall, the survey's design is geared towards effective data collection and allows executives who have undergone coaching or mentoring programs to express a wide range of opinions. The online format ensures convenience for participants, and the variety of question types enables both qualitative and quantitative analysis, effectively supporting the study's objectives (Vredenburgh, 2002).
[bookmark: _Toc141892999][bookmark: _Toc142043347]Data Collection
· Qualitative Information: Interviewing 15-20 participants who have taken part in mentoring or coaching programmes in semi-structured interviews. Their experiences, attitudes, and the influence of mentoring and coaching on their leadership development may all be thoroughly explored through the interviews.
· Quantitative Information: Brief questionnaire survey will be created to supplement the qualitative information.  A survey will be given to a sample of 30 to 50 participants to collect quantitative information on how successful coaching and mentoring are judged to be, as well as their assessments of skill development as well as leadership confidence.
[bookmark: _Toc141893000][bookmark: _Toc142043348]Data Presentation
The research will use both qualitative and quantitative data to investigate the role of coaches and mentors in developing leadership skills and confidence. Thematic analysis will be used to identify recurring themes and patterns in interview transcripts, while descriptive statistics will be used to analyse survey responses (Nieuwerburgh & Chloé Tong 2013).  A reliable survey platform and licensed data analysis tools may be necessary, and the researchers will need a laptop and internet connection for research and data analysis. All participants will be fully informed about the study's goals, methods, potential drawbacks, and benefits before giving their consent. Their informed permission will be sought before they participate in the study, and participants in interviews will be given the option to participate in the survey. All data will be stored securely on password-protected servers or computers, and identifiable information will be anonymized or deleted to protect confidentiality. The data will not be linked to participant identities during analysis or reporting. Microsoft Office will be used for data analysis and compilation.
To maintain ethical standards during a study, certain factors must be considered to ensure the protection of participant rights and privacy, as well as the accuracy of study data. Obtaining informed consent, securely storing and maintaining data, and anonymizing participants are all crucial steps in upholding ethical principles throughout the study process (Petrova et al, 2016).
[bookmark: _Toc141675934][bookmark: _Toc141893001][bookmark: _Toc142043349]	Timeframe and Implications
· [bookmark: _Toc141675935][bookmark: _Toc141893004]Time Restrictions: The research time frame is between 1st April 2023 to 1st September 2023 (See Appendix A). The study schedule has to account for anticipated delays in recruiting participants, gathering data, and doing analysis. The project's total timeframe may be impacted by unforeseen events or restricted participant availability (Lee et al., 2014). Here are some key events and gateways for this timeframe and implications:
· Research Design & Ethical Approval: The first significant event was the design of the research, primarily comprised of deciding on data gathering techniques, setting the research objectives, and creating the survey and interview guides. The institutional ethics committee was then asked to approve the research design along with ethical concerns, ensuring that all rules and regulations were followed.
· Data collecting: The data collecting phase, which entailed conducting semi-structured interviews involving leaders who had participated in coaching or mentoring programmes and distributing the survey questionnaire to a broad sample of leaders, was the following key event. All subjects gave their informed consent, guaranteeing their voluntary participation and anonymity.
· Data Analysis: Following data collection, thematic analysis was used to find recurring themes and patterns in the qualitative interview data about the influence of coaching and mentoring on leadership. To summarise the results on the growth of leadership skills and confidence, descriptive statistics were used to analyses the quantitative data provided by the survey.
· Findings & Implications: The interpretation of the study findings and the ensuing implications for both theory and practice constituted the final crucial event. The study showed how effective coaching and mentoring are in developing self-assurance and leadership skills. The characteristics that affect effective mentoring and coaching relationships in leadership were also noted. The research's consequences can help organisations conduct coaching and mentoring programmes while upholding moral standards.


[bookmark: _Toc142043350]Evaluation
The proposed study examined how coaches and mentors can influence the growth of current leaders to achieve the objective of collecting qualitative and quantitative information by including surveys and interviews in a mixed methodologies strategy. It will focus on leaders and individuals from various professions and leadership development specialists. 
· The study examines the effectiveness of coaching and mentoring in improving leadership competencies, which is intended to provide enlightening information for organisations wishing to participate in professional development programmes. With a well-structured timeframe, the right resources and moral standards, this research will be able to give an accurate idea of how trainers and mentors might influence leaders' performance in today's evolving corporate environment.
· Research Implications: Both theory and practice may benefit significantly from the research on mentors and coaches and how they affect modern leadership. The results can help clarify how well coaching and mentoring work to build confidence and leadership abilities. Insights on the variables influencing effective mentoring and coaching relationships in the context of leadership may be gained from the study.
· Organisations may use the findings to learn more practically about the potential advantages of putting coaching and mentoring programmes for leadership development into place. It could also emphasis the moral standards and rules that should be observed when participating in mentoring and coaching interactions.
· Analysis of Qualitative Data: Use thematic analysis to find recurrent themes, patterns, and findings on the influence of coaching and mentoring on leadership. To guarantee accuracy and accuracy in the analysis, methodically organise and code the data.
· To triangulate and cross-validate the results, integrate results from both qualitative and quantitative data. Examine any differences or inconsistencies while searching for patterns and consistency between the two data sets.
· Interpretation: Consider the data findings in light of the study's goals. Explain and interpret the findings while relating them to the field's body of knowledge and open-ended research topics.
· Consider member checking or participant validation to make sure the results are accurate and genuine, particularly when analysing qualitative data.  Participants can validate if the interpretations match their experiences by hearing the results out loud.


[bookmark: _Toc141893005][bookmark: _Toc142043351]Conclusion
The purpose of this research was to examine how coaching and mentoring can impact the development of current leaders. The study utilized a mixed methodology approach to gather both qualitative and quantitative data through surveys and interviews. The goal was to evaluate the effectiveness of coaching and mentoring in improving leadership skills, providing useful insights for Organisations looking to participate in professional development programs. The study was conducted with a structured timeline, appropriate resources, and ethical standards to accurately assess how trainers and mentors can influence leaders' performance in today's fast-paced corporate environment.
To collect data on the effects of coaches and mentors on modern leadership, a mixed research technique was used. Semi-structured interviews were conducted with 5-7 leaders who had participated in mentoring or coaching programs to gather qualitative information. Thematic analysis was used to identify common trends and themes in the interview data. Additionally, a brief survey questionnaire was given to 30-50 leaders to collect quantitative information on the growth of their leadership skills and confidence. The survey results were analyzed using descriptive statistics. The study was conducted using the SurveyMonkey platform, which provided a user-friendly interface for data collection and management.
All participants provided informed consent before participating in the study, and their privacy and voluntary involvement were guaranteed. Ethical standards were followed, and data security procedures were put in place to protect participant privacy. The study found that coaching and mentoring are effective in developing self-assurance and leadership skills, and identified factors that influence effective mentoring and coaching interactions in leadership. The results can help Organisations conduct coaching and mentoring initiatives while upholding moral standards. By integrating qualitative and quantitative data, the study offers a comprehensive understanding of the impact of coaches and mentors on modern leadership practices.
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The structure of the timeframe and implications is given below (O’Leary, 2014):
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