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Executive summary

Coaching and mentoring have a high impact on the workplace, benefiting both the organisation and employees by improving job performance, employee engagement and satisfaction, communication and technical skills, increasing the talent within the workplace and organisational competitiveness.
Using relevant coaching models will ensure effective coaching sessions that will provide individuals a better insight of the problem, helps individuals identify obstacles and solutions, and develop appropriate plans of action.
Being the first level of management above the front-line employees, the line managers are responsible for performance, objectives communication, knowledge gaps identification, qualifying them for coaching and mentoring, which will help the, build important relationships with their team, leading to job satisfaction, commitment and loyalty.
Building resilience and managing change in the workplace is essential when increasing wellbeing and engagement of employees. A good management of change will privent high costs, poor productivity, project delays, poor job performance and morale, and employee confusion and frustration.
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1.0 Introduction

The purpose of the report is to critically analyse coaching and mentoring within an organisational context. Similarities and differences between coaching and mentoring will be identify as well as comparing them with other learning initiatives and identifying how coaching and mentoring will benefit both the employer and employee.
When critically evaluating a line manager as a coach and mentor, the report will investigate the necessary skills and behaviours required in order to be effective, discuss their multi-facing role as leaders, managers, coaches and mentors, and investigate the impact the line managers have within the organisation. The report will critically evaluate the contribution of coaching and mentoring to building resilience and dealing with change in the workplace along with the drivers of change, and the risks the organisations may face as a result of mismanaging change.
The researcher’s self-reflexion as a coach in the peer coaching exercise will be provided by the report, enabling the researcher to bring to surface their strengths and weaknesses and create a personal development plan that will help them minimise their weaknesses, improve their existing abilities and develop new skills.

2.0 Main findings

     2.1 Similarities and differences between coaching and mentoring
According to Cambridge Dictionary (2021) coaching represents the action of providing special classes in sport education or work-related activities, focusing on an individual or a small group of people. Coaching’s objective is to ensure the best performance at work by focusing on specific skills and goals, and it can also impact the personal attributes of an individual, such a s confidence and communication (CIPD, 2021)
Coaching can have a significant impact on individuals within an organisation as it can positively influence employee behaviour by developing time management skills when people work under pressure as well as helping them adapt to innovation which will increase employee productivity, career change by helping individuals learn their job tasks faster which will increase efficiency at work, skills development including communication and technical skills which will improve talent and make employees more competitive, problem-solving techniques by encouraging employee participation in the decision-making process which will help employees identify possible solutions and outcomes, the process of setting goals by teaching employees to use methods of setting personal goals which is an effective way of measuring progress and accomplishing tasks, retirement planning by identifying the best method of using the talent and knowledge of individuals who reach retirement age and may not be ready to retire, helping them adjust their work capacity while contributing to the company’s success (Indeed, 2021).
GROW model is a framework that encases the most important elements of an effective coaching session, being an acronym for goal, reality, options, and will, and focuses on the goal of the coaching session, the reality around the chosen goal, the options that individuals can explore when finding solutions, and the actions that individuals will take in order to achieve their goals (Elsey, 2021).
OSCAR model, created in 2002 by Andrew Gilbert and Karen Whitterworth to provide managers an effective coaching development style for developing the skills and knowledge of individuals in a group, is an acronym for outcome, situations, choices, actions and review, being a solution oriented coaching method (ToolsHero, 2021). It aims to establish the goals and outcomes, people’s current situation, provides choices and increases awareness of consequences for each choice, leads individuals to a detailed plan that they will be responsible for, and determines the next steps in measuring the progress (TransformationPartners, 2021).
According to Oxford Languages (2021) mentoring represents the action of advising or training an individual or a younger colleague. Cambridge Dictionary (2021) states that mentoring is the action of supporting and offering advice to a younger or less experienced individual especially in a school or workplace.
An effective mentoring can lead to successful careers, including promotions and increased opportunities, organisations benefiting for higher levels of employee engagement, employee retention, and knowledge sharing within the organisation, as a result of mentors’ desire to develop individuals, their ability and determination to invest real time and energy into mentoring relationships, their industry or organisational knowledge and experience, their willingness to share personal experience including both success and failure, and the ability to develop individuals including active listening, self-reflection, providing feedback, and demonstrating an honest insight (Abbajay, 2019).
There are several similarities between coaching and mentoring, such as being conducted between two people, consisting in confidential sessions, and focusing on empowering and supporting individuals in developing themselves, being provided by qualified people who are very effective in building trust, are good listeners and experienced in enabling change (Roberts, 2021).
The differences between coaching and mentoring are that mentors are experts in their field, sharing knowledge, skills, resources, and experience when developing individuals, having flexible, long-term contracts that allow individuals to come back whenever they are ready, making the mentoring process lean toward a more directive process, while coaches work according to a clear set of goals and outcomes, pushing individuals to find the answers themselves, providing questions that individuals have not asked themselves before, ensuring an empowering process that finishes when individuals that are being coached have achieved the goals agreed at the beginning of the session, making the coaching process lean toward a more reflective process (Roberts, 2021).
Employee engagement, defined by Rathburn (2020) as one’s enthusiasm and pride toward their work, plays an essential role in employee and organisational success, increasing productivity and performance, and ensuring employee commitment to organisational values and goals.
An additional learning initiative that can contribute to one’s self-development is counselling, defined by Cambridge Dictionary (2021) as the action of assisting and guiding in personal or psychological problems. Counsellors are defined by a set of essential skills that will allow them to reach the best results when interacting with their clients, including effective listening when listening toa client, good analysis when aiming foe the root of the problem and analyse it, and good communication when analysing the problems and developing a plan of action (Bhattacharjee, 2021), making counselling even more personal than mentoring, and along with mentoring and coaching shaping Clutterbuck’s Four Styles of Helping, which consist in couching, guiding, counselling, and networking (Davey, 2017).
Coonan (2017) states that coaching leads to a set of benefits including tangible benefits consisting in increased productivity and performance, reduced costs, increased revenue and sales, and increased employee retention and engagement, and intangible benefits including increased confidence of individuals being coached, improved communication, relationships and career development.
According to Cronin (2019) mentoring leads to a wide range of personal development benefits for mentors, including an increase in self-confidence, increased self-awareness, leadership skill development, and good listening and communication skills, as well as for the mentee, consisting in increased self-awareness and self-confidence, increased job satisfaction, increased chance of promotion, and learning to self-reflect.

      2.2 The line manager as a coach/mentor
Wallbridge (2020) states that a line manager represents the first level of management above the front-line employees, managing one or more workers and evaluating their contribution, performance and development, and are responsible for reporting on performance, communicating objectives, conducting annual reviews, interviews and meetings, identifying knowledge gaps and arranging training, coaching and mentoring, maintaining and evaluating processes, and communicating changes from senior leaders, missions, visions and values, ensuring that employees work toward the organisation’s objectives without any obstruction or distraction.
As coaching and developing their teams has become a part of a line manager’s responsibility, an important relationship has developed between them and the learning and development professionals, and as relationship between employees and line manager improves, the higher levels of job satisfaction, commitment and loyalty are reached (CIPD, 2021).
According to Richardson (2021) line managers get involved in coaching and developing employees by organising new members of staff to initially work alongside with experienced employees, allowing new members to learn the right methods of completing task, ensuring team members rotation through other roles and departments and allocating more challenging roles to individuals who become familiar with their role in order to keep them engaged, building development plans for certain workers as a result of being aware of workers’ strengths and weaknesses, and organising formal training courses ranging from internal courses run by internal experts to external courses run by professional accreditation individuals.
Barber (2018) argues that regardless of the approach the line-managers embrace when creating a direct report, there are several conflicts that may occur, between being the person responsible for discipline and having a friendly and supportive relationship with employees, strongly influencing the bonuses or promotions and being open and honest in regard to performance and careers, or aiming for short-term result and aiming for long-term career goals, that can be resolved when seeing coaching and mentoring as two complementary relationships that can be delivered in an environment of trust.

     2.3 Coaching and mentoring in building resilience and implementing change
Walsh (2021) states that coaching can be a very effective tool for a line manager when developing and supporting adaptability and resilience within the team, increasing employee wellbeing and engagement. Developing an effective coaching skill requires a set of factors including understanding the role of coach as a line manager by helping employees learn instead of teaching them, actively listening in order to gain an insight of the situation and create a rapport, questioning individuals in a way that will help them find their own solution, giving feedback and highlighting strengths while coaching individuals through mistakes and showing them that mistakes are part of the learning and development process, rising self-awareness in order to avoid their own weaknesses become obstacles in the coaching process, understand the dynamics in a coaching relationship by building respect and trust when aiming to gain the most from an individual, ensuring continuous learning through practice by reflecting on their own coaching performance, factors that will allow a line manager to significantly influence employees by creating a sense of belonging, increasing performance and motivation, and improving conflict resolution (Walsh, 2021).

Hurley (2020) states that resilience represents the capacity to endure and recover quickly from adversity, and developing it is a complex and personal process that requires a set of strengths and resources including social support, realistic planning, communications skills, and emotional regulation.
Perkins (2018) defines the change management as the process of implementing change within an organisation. Change management helps organisations to achieve objectives and ensure commitment to employees, the drivers of organisational change including growing opportunities, difficult trading conditions, strategic goals, technological development, competitiveness, acquiring new organisational skills and behaviours, and government legislations (CIPD, 2021).
Mismanaging change in the work can have a serious impact on the organisation, including customer and supplier dissatisfaction, higher costs, poor productivity, limited or unavailable resources, project delay or hold, as well as on employees, such as decreased employee morale, employee confusion and frustration, employee resistance, poor job performance, and decreased employee retention (Panorama, 2021).

     2.4 Researcher’s own performance in the coaching exercise
During the peer coaching exercise assigned to groups formed by three people, rotating the roles of coach, coachee and observer within the group, one of my tasks was to provide a coaching session for a group member, while the third person was observing. As a framework for the coaching session, I chose the GROW model, helping me to easily develop a coaching session as a beginner.
It was a new exercise that I started enjoying from the moment we started practicing, and I noticed that the more advantage I was taking of the confidence, communication, and observing skills, the more information I was revealing in regard to subject I was coaching in. It was a new experience that had a significant impact on me, showing the importance not only of what I say but the way I say it as well. As a result of developing communication skills, I was able to build trust during the coaching session, allowing the coachee to open, speak freely, and reach the root of the problem.
Using the GROW model and building trust during the session, I was able to help the coachee identify the obstacles and the opportunities available in achieving the goal and help her create a plan of action based on the obstacles and opportunities that she identified.
During the coaching session I noticed that some of the questions I was asking were too personal, leaning toward a mentoring session, and sometimes I was speaking very fast, adopting a friendly, familiar attitude instead of being formal and professional, and I was not actively listening throughout the session, aspects that have been confirmed by the observer at the end of the session.
The peer coaching exercise revealed the importance of feedback and building trust when engaging in conversations and helped me improve the communication and active listening skills, which I will apply in the future when interacting with other people, including delivering training within my team in the workplace, brief people in regard to different situations, and socialising.
In my opinion the GROW model is more effective compared to Instant Pay Off model, as it provides a more detailed and better structured framework that gives a better insight of the problem for both coach and coachee, leading to more opportunities and a more efficient plan of action.






3.0 Conclusion

The world is changing fast, and so do the needs of organisations in order to be effective. The impact of coaching and mentoring on organisational success can be seen through the way they benefit employees, by helping them improve the skills they already have, develop new skills, increasing employee wellbeing, confidence, and engagement.
Delivering effective coaching and mentoring sessions can be achieved by using relevant models and developing a set of abilities that will improve performance, motivation, and conflict resolution. Additional essential aspects that will increase employee engagement, organisational success and competitiveness are building resilience and managing change, which will help businesses increase their opportunities and trading conditions, ensure technological development and strategic goals, and acquire new organisational skills and behaviour, increasing employee satisfaction.





















4.0 Appendices

Fig. 1.0 Personal Development Plan

	
Objective
	
Action
	
Resources
	
Criteria of success

	

· Listening
	

· Actively listen to what is being said
	· Engage in conversations and practice active listening
· Ask for feedback
	· Feedback
· More information to process at the end of conversations

	


· Questioning
	


· Asking relevant questions
	· Engage in conversations and ask questions relevant to the subject
· Encourage people to ask questions
	· Feedback
· Increase in the number of accurate answers received
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