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Executive summary:
As the researcher described, Coaching and Mentoring are quite famous learning approaches that makes the employee more valuable towards an organisation by developing and improving the required skills. It is an essential part for any organisation which is dealing with management changes for any reason including competition in the market, shifting or pressure by the customers or supplier etc. The current COVID-19 situation is the best example of it where every company emphasises on working online. The companies who adapt this huge management change is facing success rather than the companies who are not capable of acting accordingly and thus facing failure. A coach/mentor should have proper skills to utilize the coaching at its best with the help of asking powerful questions along with some coaching models such as GROW, OSCAR and Instant Pay-Off model. There are challenges about how to manage and deliver the coaching session at its best. A line manager needs to build a rapport relationship with the employees to motivate them towards the company’s vision. Line- managers are required to communicate regularly about the needs of the change without arranging a meeting; after all, ‘Walk the talk’ has a very convincing value. 
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Introduction:
Rachel Cook requested to write 2500 words report on ‘Coaching and Mentoring Within an organisational Context’. The researcher- Hema Sharma compiled this report to demonstrate the understanding and significance of the coaching and mentoring along with other initiatives like e-learning and counselling. Coaching/mentoring is vital to upgrading the employee’s required skills by using the following models: GROW, OSCAR, and Instant Pay-Off Model. Coaching and mentoring can be used in situations when an organisation is dealing with the organisational change which can be demanded for any reason, for example, shifting or continuous pressure by customers or suppliers and so on. The date of submission of the report is 9 April 2021. 


















1.0 Findings:

Task-1
1.1 Definition of coaching
Coaching and Mentoring are primary ways of an individual’s development based on one-to-one communication to reinforce or boost the needed skills and work performance.
Coaching- 
The aim is to produce excellent performance and development at work. It focuses on the personal goals and skills that an individual is aiming towards, and needs to develop. Coaching is a non-directive form of improvement. (Cipd.co.uk, 2020)
Example- A customer service coach who stimulates difficult customer service interactions, formulating a team to resolve difficult problems.
There are numerous coaching models that can be described in this context:

Grow Model-
Sir John Whitmore and his colleagues created GROW, a distinguished coaching model in 1980, which is often used to improve performance, solving problems, and fulfilling goals.
[image: The GROW Model]

G stands for goal, R for Reality, O for Options, W stands for Will. Coach asks questions to find out the goal, the obstacles, strengths & available resources, and the time of taking required actions. The perfect example is ‘Google’, which is using GROW model. (Performanceconsultants.com, n.d.)
The model is often criticised due to zero options for a review, unlike OSCAR. Secondly, an important feature of coaching in a group should be an accurate involvement of processes related to group dynamic which is missing in the GROW model, but still, GROW is an effective model. (Grant, A. M. and Brown, S. W., 2010)
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OSCAR Model-
The OSCAR Model was created by Andrew Gilbert and Karen Whittleworth in 2002. In OSCAR, O stands for Outcome, S- Situation, C- Choices, A- Actions and R stands for Review. 
The model is a solution- oriented method of coaching and non-focused on the reasons of failures or certain behaviours. After knowing the goals of an employee, the manager checks to make sure that the goal set is achievable and provide every support. (Toolshero.com, 2020)

Instant Pay-off Coaching Model-
This Model is developed by Max Landsberg. The process of the model takes very little time and helps to be aware, overcoming obstacles and motivating the coachee.
The coach asks many questions regarding the issue, then, asking the desired outcome of the coachee, the obstacles that hinder performance, and then they brainstorm jointly to resolve obstacles through agreeing suitable approaches, timing, and actions to take place.  (Education and Training Foundation, 2018).
External coaching costs high, they cannot provide feedback according to the work efficiency of an employee and being unaware about the company’s culture. (Clutterbuck, Megginson, and Bajer, 2016, p-102) 
1.2 Mentoring-
Mentoring is when an experienced colleague usually shares their knowledge to provide support to promote development of an inexperienced person or staff member. (Cipd.co.uk, 2020).
Example- The mentor helps the mentee to update the resume and provide feedback, helping the mentee in searching appropriate jobs. 
1.3 Differences between Coaching and Mentoring-
	
	Coaching
	Mentoring

	1
	Usually short-term relationship, depending on goals achieved.

	Preferably long-term relationships up to years.


	2
	Improves work performance.

	Overall development driven. 

	3
	Mostly structured, and the meeting scheduled weekly or monthly.

	Meetings are informal, based on the need of the mentee.

	4
	Structured for that area which needs improvement in coachee. For example- Presentation skills.

	Mentors are more experienced, senior person has more expertise in a specific area than the mentee. 

	5
	Main tool is to ask thought provoking questions to help the Coachee with the right decision and actions.

	Mentee asks questions and get help by mentor. 



(Kent State University, 2017)
Downey, 2003 described that one of the differences between the two which is directive or non-directive approach. The useful way to look at this can be the push and pull styles. Push relates the Mentoring, telling people what to do. Pull relates to the Coaching style: to motivate the coachee and helping them to create their vision. This framework is still used abundantly. (NHS Education for Scotland,2021)
1.4 Comparison of coaching and mentoring with counselling and E – learning. 
Counselling- 
When a trained therapist is listening to an individual and helping them to identify and solve emotional issues, the therapy is known as Counselling. (WWW.Nhs.Uk, 2020)
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Differences and similarities between Counselling and Coaching-
	Similarities
	Differences

	Both builds a relation of trust and support.

	Coaching is action oriented whereas, counselling is goal oriented.


	Both helps to find out barriers.
	Trained coaches support an individual to step forward in life whereas, counsellors are trained in mental health and human development. 


	Both helps an individual to make feel better in life through asking questions.
	Coach helps an individual to identify what an individual think, but Counsellor helps to find out how he feels.


	They both support to analyse his own core beliefs and adapting new mindset.

	Coach helps the coachee to fulfil the goal, but Counsellor supports an individual to identify and resolve his problems in life by showing sympathy.



(Harley Therapy.Uk, 2017)
According to Clutterbuck, 2014, Coaching is stretching, and directive and counselling is nurturing and non-directive.
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(Clutterbuck, 2014)
But the researcher is not agreeing with that model and believe that coaching is not directive and stretching because the coach usually not giving command and is not pushes somebody by saying do this or do that to achieve the goal. (Clutterbuck, 2014)
The researcher simplifies one myth about counselling, that it mainly focuses on past whereas coaching focuses on present and future. But according to Harley Therapy.Uk, 2017, there are many types of counselling and therapies that does not concentrates on past, for example- Cognitive behaviour therapy (CBT). (Harley Therapy.Uk, 2017)

E-Learning- definition
E-learning is used in the corporate sector, where employees gain important skills or can attend seminars while sitting in one place. E-learning is conducted by professionals and consists of computer-based learning. The best example- Hewlett-Packard (HP) provides regional trainers in all countries. (The Economic Times, 2021).
Surveys shows the effectiveness of e-learning, in which the employee demonstrated positive attitudes towards e-learning to boost skill and knowledge in the workplace. (Renée, Fritzsche and Salas, 2005, pp.921)
Advantages of e-learning
1. Gives opportunities of on demand, anywhere or anytime, self- paced learning.
2. A cheaper and best option, especially in certain incapabilities attending the workplace such as COVID – 19.
3. Helps the environment through saving wastage of paper used for manuals and records.
4. There are numerous modules which are beneficial to do online like health and safety.
Although e-learning can be criticised by holding some disadvantage, which are:
1. Less- motivated employee or learner can fall behind.
2. Can be found as a challenge and barrier in the way to learn and achieve something by some people.
3. Can reduce the cultural and social cooperation and communication. Can increased the value of tablets, laptop and mobile phones which unfortunately taking place of printed workbooks and reference material. (Balance Global.com, n.d.)
1.5 Benefits of Coaching and Mentoring to the employer and the employee-
1. The level of employee’s job satisfaction and motivation increases which ultimately brings the success for the organisation.
2. The minor issues and problems between staff and employer can be spotted before and resolved earlier. 
3. Helps to create a healthier, long-lasting relationship between employee and employer. Company do not have to face employee turnover. (Civilsevicecollage.org.uk, 2019).
4. Employee usually benefitted with the life-long skills and be more willing to transfer that to their family and social lives. Company also benefitted and gets the huge dividends in the terms of success. (Accipio.com, 2021)
Although they both have advantages but still have challenges, like best ways to deliver and regulate them and what each specifically contains. However, due to its significance, its demanded in the workplace. (Cipd.co.uk, 2020).





Task 2.0
2.1 Role of the line manager as Coach/Mentor
The responsibilities of a line manager’s job are the following:
1. Managing team on a day-to-day basis. 
2. Allocating work and rotas.
3. Supervising quality and work.
4. Providing professional expertise.
5. Developing employees and measuring operational cost.
6. Identifying learning need, arranging trainings to boost skills. (CIPD, 2020)
2.2- Advantages / disadvantages of line manager as coaches/mentors- 
Advantages-
1. Available for any support needed.
2. Relationship can be made.
3. Understands culture within organisation.
4. Develops resources needed to promote skills.
5. Contributes towards organisation. (Gibson, E. and Dr Smith, S., n.d.)
Disadvantages-
1. May not have any experience to contribute as a mentor.
2. Can be neutral/non-effective.
3. Wants to get things done in a certain way.
4. Line manager might limit the talent to resolve any problems.
5. Lack of efficiency and skill limits the actions required, controlling the line. (Gibson, E. and Dr Smith, S., n.d.)

2.3- Skills and behaviour required for a successful coach and mentor-
This includes lots of skill: Open communication, Technique of asking effective questions, listening skills, developing trustworthy environments, Giving, and receiving feedback. (Dr Carter, A., Dr Blackman, A., and Hey R., 2016).

Effective Listening-
Active listening is vital in coaching. The coachee needs to be sure that the coach is not only listening but understand what he is saying. This is done by giving continuous feedback through picking up things from conversations, making rapport by showing understanding towards coachee’s beliefs, by expressions like nodding. (Personal-coaching-information.com, 2020)
Questioning- 
Questions play a powerful role in Coaching, they are: Open, Assertive, analysing, clarifying, probing questions which helps the coachee to think, explore with the other perspective and step out from his comfort level after discussing all the issues with coach. (Accipio.com, 2021)
Emotional Intelligence- 
The coach should ensure the coachee with good understanding, support, and interest to build a state of rapport. 
There are coaching models which can be used in this context, these include: GROW, OSCAR, and Instant Pay- Off Model. These Models are based on one-to-one communication to reinforce skills and work performance.

















Task 3.0
3. 1 Definition of Change management- 
It is a process of organisational change which is affected by different forces, like changes in technology, market, and customers. 
A perfect example can be COVID-19, which changed the way they used to work before. The companies who provide online services are still in progress whereas the companies who did not go with the flow of change management and do not provide online services are facing losses.
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3.2 The drivers of managing change in the workplace
1. Competition from other organisations, along with the new competitors.
2. Continuous pressure by customers or supplier.
3. Due to shifting to another place.
4. Through new rules, regulations and initiative taken by the Government.
5. In the process of learning new skills in new organisation.
6. Due to the growth of opportunities and demanding trading conditions. (CIPD, 2020)
3.3 Role of coaching and mentoring in an organisational change
Coaching and Mentoring plays a vital role in management changes and should be done through leaders and managers by building trust, social interactions, and joint agreement with the employees. (CIPD, 2020)
Kubler-Ross’s Change Curve Model
[image: Kubler-Ross Change Curve, adapted from Optima Training (UK) Limited.]
Kubler-Ross’s Change Curve Model can be discussed at this point. The model was developed by Swiss- American psychiatrist Elisabeth Kubler in 1960, model of grief and demonstrate the emotional inner journey that people experience while confronting organisational change. The model has seven stages- Shock, Denial, Frustration, Depression, Experiment, Decision, and Integration. People do not accept the change initially; this model starts from the stage shock and then ends on integration where after the coaching and mentoring programme the person reaches the new level of success and excellence.
Coaching and mentoring can be provided at the depression stage to boost the required skills, overcome obstacles, and motivate the individual as well as the company. Through doing that the employee will adapt the changes and contribute more with dedication, towards the workplace. (Themindjournal.com, n.d.)
Researcher explains the effectiveness of leadership and change management guru, John Kotter’s 8-Step Change Model. 
John Kotter’s 8-Step Change Model- Please see Appendices-1.





4.0 Task 4  
4.1 Evaluation of my performance as a coach
I can evaluate myself as a coach based on Gibb’s Reflective Cycle, which was developed by Graham Gibbs. It has six parts, which are as follows:
Description- For our University assignment, we had received the task to work as a team of three people, where I was the Coach, Rina was the Coachee and Enakshi was the Observer. We practiced a lot for the task given. It was done online due to the COVID-19 situation. In the session we were four people, Myself, Rina, Enakshi and our tutor- Rachel. I asked many questions as a coach, to Rina who was coachee, through using Instant Pay-Off Model. I wanted to perform excellent as a coach but unfortunately it was not up to my expectations.
Feelings- I felt nervous if I talked too much and asked too many questions while I performed as a coach because I never did this before. I thought that others thought that I do not have the desired skills to be a good coach. 
Evaluation- At first, I was nervous but later while having a proper discussion with the coachee about her aim, obstacles that hinder her to perform well during every presentation, I became a little stable. We brainstormed jointly to figure out what she can do to motivate herself, how she would upgrade the presentation skill and when she would do that. 
I made by best effort to show her my understanding towards her thoughts and feelings to make her comfortable and build trust. For this, I motivated her by nodding frequently and through using words like “yes of course”, “excellent” and “okay”. 
But one of the drawbacks of the session was that sometimes, I was too busy in asking the questions that I did not wait for her to finish the answers. I should have given her sufficient time for her answers. I done that mistake due to the nervousness and as a result I finished my session in less than 10 minutes which was supposed to be more than 10 minutes.
Analysis- My coaching experience went well as I learned a lot while having the session for example, the meaning of giving enough time for answer to the coachee, showing trust, how to motivate the coachee, how to communicate well etc. 
Conclusions- I learned that to be good coach I need to reduce nervousness and making eye-contact. I need to be a good communicator and a good listener. (The university of Edinburgh, 2021)
Action Plan- please see Appendice-2.






















5.0 Conclusion:
As per the above discussion, the researcher concluded that Coaching and Mentoring are mainly the ways of an individual’s development based on one-to-one communication to reinforce or boost the needed skills and work performance. A coach/mentor should have proper skills to utilize the coaching at its best with the help of asking powerful questions. When an organisation deals the situation of change, there are challenges about how best to manage and deliver them. A line manager needs to build a rapport relationship with the employees to get them motivated towards the company’s vision. A line- manager needs to communicate regularly about the needs of the change without arranging a meeting, after all, ‘Walk the talk’ has a very convincing value. 




 















6.0 Appendices:
Task-3
John Kotter’s 8-Step Change Model -The 8 step of the model are-Showing an urgency of change through an open conversation, Convincing the people by making powerful unions with influential leaders, Explaining clearly the vision of the change needed, Communicating about the vision on regular basis, Continuous checking and removing the barriers, Creating short-term targets rather than a single long-term target to increase the motivational level, Evaluating what went well and what needs further improvements, and then at the end- The stickiness towards the vision must be shown on regular basis. (Mindtools.com, n.d.)
The culture of management change is often criticised by the truth that any change in the workplace can constrain and depress the employees because they have a particular way and routine for doing the things which they do not easily want to change. However, this situation can be avoided through paying incentives and bonuses to motivate the employees. (Michigan State University,2019)
Task-4
Action Plan (PDP) 
1. In the future, if I get an opportunity to be a coach again, I will work on making more eye-contact and let the coachee to finish the answer. 
2. I will do more practice before the session with different people having different issues, so that I can get practice as a coach.
3. I will time myself so that I can finish in proper time. I will watch videos on YouTube and will read books based on how to how to boost the Coaching Skills.
4. I will try to take some expert’s advice to work on. I will practice in front of the mirror and in front of my family members. (The university of Edinburgh, 2021)
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