                                                                                               




Abstract

In this report will approach the similarities and differences between coaching and mentoring within an organization as line manager, and focused on the reflection of the performance on the coaching exercise .
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[bookmark: _Toc90019813]Coaching

Coaching refers to partnering with employees in the creative and thought-provoking process to inspire them to maximize their professional and personal potential (Whitmore, 2017). In contrast, mentoring refers to an employee training process under which a more experienced person or a senior has to act as a counselor or advisor to a junior trainee (Holmes, Warnes, O'Gara & Nishimura, 2018). A mentor needs to provide feedback and support to the individual under their charge. One of the differences between coaching and mentoring is the timeframe; the coaching is more likely to be short-term ranging from six months to one year with a certain outcome in mind. However, some coaching relationships may last longer depending on the set goals. In comparison, the mentoring relationship is usually long-term as it may last for more than a year or two; sometimes it lasts longer (KENT STATE UNIVERSITY, 2017). The other difference is in the focus, coaching is usually performance-driven; designed to enhance the employee on-the-job performance (Williams, 2021) while mentoring is development-driven.
[bookmark: _Toc90019814]Mentoring

Mentoring not only focuses on the employee’s current job function but goes beyond employing a holistic approach to professional development (Banerjee-Batist, Reio & Rocco, 2018). Similarly, coaching is more structured with scheduled and regular meetings that can either be weekly or monthly while mentoring has a general structure where meetings are usually informal. Furthermore, mentoring usually uses a need basis structural meeting as required by the person being mentored (Abouraia & Albdour, 2017). In coaching, coaches are employed for their expertise in certain areas, especially areas that an employee needs improvement; for instance, interpersonal communication and presentation skills. In comparison, mentoring uses mentors with expertise and seniority where the employee gets inspired and learns from the mentor’s experience. 
Correspondingly, in coaching the agenda is co-established by the coach and employee to meet various needs of the employee while in mentoring the employee sets the agenda and the mentors support that agenda. Furthermore, the outcome from a coaching program is measurable and specific. The outcomes usually show signs of positive change and improvement in the desired area while the outcomes of a mentoring program can change or shift over time (Hilali et al, 2020). Mentoring programs have less interest in measurable and specific behavior and put more emphasis on overall career development. Coaching is usually non-directive, the coach has to pose the relevant questions, provide the trust, space, and confidence for the employee to consider how they can reach their objectives and achieve more (Hussey & Campbell-Meier, 2020). In comparison, mentoring is directive because the mentor has to share their experience, knowledge, and skills and guide the employee through the direction.
One of the key similarities between coaching and mentoring is that both techniques are highly effective when used to support training and organizational initiatives to ensure the transfer of skills, behaviors, and knowledge in the work environment (Irby, 2018). The other similarity is that one may integrate both interventions into a learning and development program to help employees achieve self-actualization (Beevers, Rea & Hayden, 2019). Similarly, training is a learning intervention that refers to the process of transferring knowledge, encouragement of behavioral change, and teaching skills through facilitative discussions, group discussions, and presentational slides (Bradford, Rutherford & Friend, 2017). The main difference between training, mentoring and coaching, is that training provides resources and insights while coaching gives the employee time and space to learn what they desire while in mentoring the mentors share their experience and knowledge. Furthermore, in training, the trainers usually share case studies and anecdotes while mentors and coaches do not share anecdotes and stories. 
Additionally, the main similarity between coaching, mentoring, and training is that they center on trust; the mentor, coach, and trainer create and develop support with the participant by committing to the learners' needs and supporting them (Bradford, Rutherford & Friend, 2017). Similarly, counseling refers to the process of helping an employee that addresses issues that stem from past experiences and which affect their work performance. The main difference between counseling, coaching, and mentoring is that counseling processes the past or an employee's deficiency to help the individual focus on future-forward movement (McCarthy & Ford, 2020). In comparison, coaching and mentoring help individuals to improve on their already sufficient performance. Thus, a counselor seeks to address the root issues that hinder an employee from optimally performing at the workplace (Bajorek & Bevan, 2020) while coaches and mentors focus on the current capabilities to enhance performance and development. The main similarity between coaching, mentoring, and counseling is that they encourage self-actualization through self-questioning, motivation to achieve capabilities, and self-contemplation. 
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Correspondingly, the tangible impacts of coaching and mentoring deliver a higher return on investment. The tangible impacts include; staff retention, reduced employee turnover, productivity, improved time management, customer service, organizational strength, and bottom-line profitability. Mentoring and coaching programs help in increasing productivity (Bradford, Rutherford & Friend, 2017). Similarly, these two techniques increase managerial productivity and profitability. Ergo, improved employee work performance leads to productivity gains. Some of the intangible benefits were improved teamwork, top-line revenue, improved job satisfaction, improved peer and stakeholder relationships, and reduced conflict. Management can also measure return on investment (ROI) by using the Kirkpatrick model. Generally, effective coaching offers a better ROI of up to 500% to 700% (Middleburgh, 2019). Furthermore, organizations can calculate the ROI of mentoring programs by creating a competitive organizational environment, attracting talent, saving on training and development costs, and retention. Thus, organizations can calculate the revenue earned through coaching and mentoring versus the costs saved. 
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A line manager needs to understand the relevant professional standards when acting as a coach or mentor and the expectations the context imposes on the relationship. One of the required skills is effective communication (Fountain, 2018). Line managers should give and receive quality feedback therefore it is important for line managers to practice active listening, direct communication, and powerful questioning techniques. Active listening in this context requires the line manager to gain sensitive awareness by showing empathy and building rapport to understand the impacts of communication (John Chisholm, 2015). Under direct communication, the line manager should demonstrate their understanding of the employee's thinking by paraphrasing, clarifying, and reflecting; thus, developing trust. Similarly, powerful questioning helps the mentee or the coaches formulate solutions; therefore, the line manager will enhance problem-solving by expanding the employee's perspective (ANDREW WALES, 2021). Thus, in work contexts line managers should recognize barriers to effective communication and find solutions of reducing them. 
The other behavior that a line manager should possess is the ability to facilitate learning and results. Line managers should possess a unique insight into getting employees to do work effectively. Ergo, as a coach or mentor a line manager should help a mentee or the coached prioritize, plan, develop better judgment, make decisions, and solve problems on their own (Richardson, 2021). Furthermore, line managers can facilitate learning by helping employees to reflect, create opportunities to learn, support employees, evaluate their performance, and monitor their progress and achievements. Nonetheless, line managers should avoid offering solutions to employees. The other behavior is the ability to give relevant feedback. A line manager should coach and mentor employees through mistakes to provide long-lasting and powerful insights (John Chisholm, 2015). This process helps the employee to learn from their errors; thus, creating a climate where mistakes are viewed as part of the learning and development process. 
The other skill that a line manager should possess is self-awareness. Line managers need to understand themselves to avoid getting things done their way (John Chisholm, 2015). For instance, a coach may have a strong drive to help employees that are struggling to make the coaching process counterproductive as the employee will not develop in their role. Therefore, a line manager will need high levels of emotional intelligence to self-regulate and interrupt habitual responses of providing solutions to struggling employees (Hayden, 2021). An effective line manager should be comfortable with not having all solutions to empower employees in enhancing their problem-solving skills and face unexpected problems. Self-awareness will help line managers in letting go of the need to control and supervise the employee. (Anderson, 2021) Furthermore, line managers can use self-awareness to create boundaries in the coaching or mentoring relationship with the employee (ANDREW WALES, 2021). This tactic will help both parties in understanding when the limits of the relationship have been reached.
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Additionally, mentoring and coaching help in building resilience and dealing with change. These techniques are integral tools in helping employees navigate their development and work performance (Woo, 2017). Ergo, coaching and mentoring provide opportunities for employees to learn through continuous interaction. Through mentoring employees may experience various reflective cycles such as conceptual change, practicing to become effective employees, and assessment and reflection of various cycles. In the first cycle, the employees should focus on the development of positive perceptions and attitudes. The main strengths gained from the first cycle in mentoring and coaching are being responsible, open-minded, and resilient (Marcia, Tani & Shari, 2017). Therefore, mentoring and coaching employees helps them to embrace change instead of being resistant to change. 
Furthermore, the second cycle in mentoring and coaching employees is practicing to become efficient employees. This cycle occurs in four stages, learning the basic concepts related to reflection, reflective learning and questioning of one’s abilities to deal with change, reflective practice such as self-observation and peer-observation, and sharing learning and experience to embrace change. Finally, the third cycle was assessment and reflection of effective employee skills in being resilient and dealing with change. These techniques equip employees with the necessary skills to practice open-mindedness when embracing new changes. Furthermore, the cycle entailed encouragement of collaborative work and organizational culture and sharing of best practices in enhancing learning and development. The coaches and mentors groom employees by helping them formulate and clarify actions plan on career development through guidance and optimal utilization of facilities and resources (Fountain, 2018). Furthermore, mentoring and coaching build resilience by helping employees refocus their attention and providing an environment for purposeful thinking. Coaching and mentoring also help in structured planning and thinking to deal with change. Therefore, a coach or mentor can help an employee create a flexible plan of strategic opportunities and review it consistently against the employee's development and evolving work changes (Zager & Dougherty, 2020). These processes increase confidence as employees will know they have a fallback plan in case of threatening changes. 
[bookmark: _Toc90019818]Coaching and mentoring the benefits

Coaching and mentoring helps employees in becoming proactive. Being proactive helps employees in anticipating change thus giving them a sense of control over what is happening (Sartori et al, 2018). Furthermore, coaching and mentoring helps in looking for ways to deal with change through innovative solutions. Under, these learning processes employees can utilize SWOT analysis to stimulate the thinking process, lay the foundation for understanding and imagining different perspectives; therefore, establishing a stimulus for being proactive (Watson et al, 2018). Similarly, coaching and mentoring helps employees recognize the potential support networks, how to expand them, build meaningful connections, and strengthen their resilience. Coaching and mentoring stimulate intentional learning by focusing on knowledge and skills relevant to an employee's job role (John Chisholm, 2015). Moreover, coaching and mentoring helps employees in balancing their work-life by creating a routine of healthy behaviors that serve as foundations of emotional and mental resilience (Thedham, 2018). Finally, coaching and mentoring inspires and motivate the coaches or the mentee to view difficulties as opportunities to learn, adapt, grow, and evolve. 







[bookmark: _Toc90019819]Reflection over the coaching exercise

    First of all and the most important I personal consider the coaching exercise very useful for both parts coach and coached.
     In the exercise of coaching as a coach I applied the Instant Payoff coaching method following the basic steps and trying my best to make the coached to see a solution on his issue, time management ending the session without any lack of solution of the problem .
     Base on the feedback that I receive from my coach regarding my problem with decision making and my fear  to be confident on my skills and knowledge regarding with a new position as a line.
I consider that my strengths with the new position are my knowledge about team members is quite good and also my knowledge about health and safety rules that are most important plus an excellent communication is the key for success. On the other side my weaknesses is the lack of confidence in presenting my ideas and fear of making mistakes with my decisions. As a solution of my issue I think I must have more patience and exercise my ability to make decisions whether they will be good or worse; in any case I think mistakes will make me more determined to come up with better solutions.
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