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Coaching and Mentoring
Executive Summary
Organizations are faced with various changes they need to implement on a daily basis to ensure smooth operation of services. In this regard, they have to come up with a number of measures aimed at ensuring the employees are at par with whatever changes are expected of them. This paper addresses concerns regarding coaching and mentorship on how they would be ideal in the management of the concerns of the employees in as far as changes that need to be implemented. The paper also touches on the practical exercise I undertook to get a feel of the coaching exercise and know how best to address such challenges one would face within a work environment. 
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Introduction
Employees are faced daily with different challenges on the daily duties they have to undertake because of varied tasks on a daily basis. Just like any employee in a work place, there must be a job description in place and an itinerary on the activities that will be done for a particular day. On the flipside, there are duties as well responsibilities that may crop in from time to time and in most cases, they are unforeseen circumstances that no employee is usually ready to handle because it seems like an ambush whenever the duties are delegated them yet there is a short deadline to have the duties completed (Jenny Rogers, 2015 p. 23). 
This paper has a similar case of an employee faced with such a scenario and goes ahead to seek assistance from her coach. The paper outlines the manner Camelia the coach, guides and assures Anita of her capability in delivering the task at hand that involves pitching a presentation to prospective clients in the organization she works in. This report will also address the differences and similarities between coaching and mentoring. 









Main findings
1.Mentoring is a process that involves developing and empowering people in order to encourage them to optimise their individual potential, improve in their performance and develop skills. The different types of mentoring include one on one mentoring which involves a mentor and the individual being mentored. This example of mentoring involves a face-to-face interaction between the two parties thus creating a rapport between them. 
Another example is group mentoring whereby a mentor can work with a group of people that can be mentored within a particular period. The schedule for the meeting has to be agreed on by those mentees and the mentored. Scheduling needs to be done because of difficulty in having a regular meeting with a group of people. The relationship in mentoring is also not effectively achieved in this example (Brockbank and McGill, 2006 p 16). 
Training Based mentoring is also another method used when undertaking mentoring activities. At the start of this model, a mentee gets assigned to a mentor to help in developing relevant skills taught within the program with the main focus being the subject one needs assistance on. The program however comes with both advantages and disadvantages that can be realised through the mentoring program. In this method, it is seen as a benefit to both parties involved in the mentoring program (Jenny Rogers, 2015 p. 23). 
At the end of the mentoring exercise, the mentee gains new skills. This experience gives them the chance to comprehend various expectation of the system so that a mentee can develop a mindset of being capable of handling any duties they are assigned and at the end of the day, they can display competence in their line of work. At the end of the exercise, a mentor feels his or her effort has not gone to waste because they have helped other be better in undertaking their duties and responsibilities thus giving them a sense of fulfilment. 
A number of situations that may lead to a serious need for mentorship include instances where an individual has been promoted to a senior position yet he or she feels they are not yet ready, developing skills for technical expertise, organizational change and the development of technical expertise. 
Coaching involves working together with clients in a creative and process that helps in inspiring the clients to make good use of their individual potential at a personal and professional level. 
The examples of coaching vary based on the kinds of services a client needs. The examples include Adapting behaviour whereby an employee may need coaching in order to adapt to changes that may be introduced within an organization. The moment an employee is assigned a duty completely different from their job description, they are likely to be less confident thus coaching them on boosting their confidence is key in this case. 
Development of skills is also very vital in coaching an employee because there are job roles that need one to have good communication and presentation skills up their sleeves. Coaching a staff member nominated for this role would thus be ideal to help in ensuring the goals are effectively achieved once the employee has been put through a training program that boost their individual skills. 
Similarities and differences 
Coaching and mentoring are both aimed at helping a person be better at what they do. They both involve instilling confidence in an individual and encouraging them to display the same with a lot of confidence and authority being that they have mastered their duties. 
The two are also undertaken within a particular timeline an individual may set out that they wish to learn a skill and complete a duty assigned to them within a particular timeline. 
The differences are that in coaching, the exercise can be undertaken within a short timeline while in mentorship, the exercise takes longer. Coaching is also more focused on performance especially in undertaking duties while mentorship is focused in development more specifically an individual’s development in their career. 
Based on clutterback’s approach, the process-based method helps in giving control to clients and ensuring a purposeful conversation. In this regard, mentoring and coaching are deemed effective in this case in that an employee can be coached on how best to manage the organization’s relationship with the clients. 
Clutterback’s philosophy-based approach aimed at making it easier for clients to do an activity by themselves directly relates with the coaching and mentoring of staff on hard skills such as customer care that can enable them convince the clients into undertaking a particular activity by themselves. 
2. A line manager has the duty for direct supervision of an employee once duties have been assigned. They must be aware and are in the picture whenever job descriptions are being developed. The line managers also train the junior staff by coaching and mentoring them on what they are likely to interact with in their duties and responsibility and how to go about it. It is mainly done at the point of orientation or during a training exercise when there is any form of introduced or anticipated change impacting on a company’s operation (Hislop et al, 2015 p. 10). 
The benefits of line managers are that the employees can easily approach them when faced with a challenge and they can relay their communication with ease and get quick feedback. A drawback could however be that a line manager may side with the management and assume that the employees are aware of what is expected of them in case of changes in operation. 
The necessary skills that are important include being adaptable to changing situations, coaching and mentoring skills are also necessary for a line manager to help him or her know how best to motivate or encourage his team to perform as expected of them. The line managers should also be approachable and patient with their juniors since not all of them can learn at a similar pace plus it takes time to learn a new skill.  
3.Resilience is the act of willing to persevere through the challenges one goes through. However much it puts pressure on them, they are willing to cope with the challenge and make things work. 
Change management on the other hand deals with the handling of the difference that tend to arise on the manner duties are handled within an organization. It can also be defined as a way of handling a reverse in the management of organizational processes (Garvey and Stokes, 2014 p. 15). 
Emerging drivers of change in the workplace are varied and come in different forms. For instance, the advancement in the level of technology leads to a rise in the development of software that will in the end lead into changing the manner different processes are managed within an organization (Parsloe & Leedham, 2016 p. 7). 
The other drivers of change also include new standards of operation in particular industry that would be required of an organization to ensure they properly fit with the requirements of a particular industry. For instance, the government may require that in an organization, all employees must be well-versed with safety management issues to ensure all the employees know what to do in the event of an accident (Parsloe, 2016 p. 24). 
Poorly managed change can affect the employees negatively. For instance, employees may seem like strangers in an organization since they will be in need of guidance on how to work with the changes therein. A slight change in the daily routine of an employee can end up altering the process they use in undertaking and subsequently affect their end result negatively. 
The workforce can be less demotivated and worried about what would become of their position in an organization if they are not informed of the changes that can be anticipated within an organization at a particular time. As such, the organization stands to lose dearly (Burley and Pomphrey, 2011). 
 In as much as change is inevitable, there is need for engaging the employees so that they can understand what is required of them. The organization can engage the services of coaches to have them impart the relevant skills they need to have the work done within an organization. 
Coaching and mentoring instils confidence among employees and gives them the urge to carry on with duties assigned to them in as much as there may be challenges that are likely to crop up in future (Garvey et al, 2018 p. 21). The moment the employees are taken through the two exercises, they will be more informed, shaped and ready to undertake whatever duties are assigned to them. 
In rare occasions would there be an instance whereby an employee who has gone through coaching and mentoring, may not be willing to take up their duties accordingly. In most cases they are charged up and ready for duty with a clear mindset of being ready to undertake their duties (Cox et al, 2011 p. 27). 
Mentorship and coaching are indeed an employee’s best bet at ensuring they can still work with the much confidence they had in the onset of change. It would be therefore wise to have the employees informed of the new changes that will take place beforehand and have them go through a coaching and mentorship exercise as soon as possible (Evans et al, 2015 p. 19). 

4. In the assigned exercise, I had the opportunity to coach Anita She was to do a presentation to a new set of audience. She was willing but not able to go through the exercise and wondered if she could have the responsibility assigned to someone else, a situation that put her in a dilemma because this was a guarantee for a promotion the moment, she did it. 
 I was able to relate with my client with ease since I began by breaking the ice in order to know how best I would relate with my client. In view of this, I was able to provide my client with a chance at being open with me and telling me what exactly challenged her in her duties (Garvey et al, 2018 p. 21). 
As a coach, I played an important role in helping my coachee understand the potential she had having gone through such an experience in the past with the only difference being that it is a new audience. My honest opinion in correcting my coachee on the manner she could present her work to the audience was also timely and indeed helpful to avoid a situation where she may be out of touch with the audience she is delivering to (Blackman et al, 2015 p. 24). 
A number of concerns my coachee had was that she was not fluent in English since English is her second language and feared that she might not communicate properly with the audience she expected. Furthermore, she was not used to working with PowerPoints and needed assistance with the arrangement of the PowerPoint decks to have the information reach the intended audience accordingly (Blackstone & Christian, 2010 p. 18). 
Going by the concern of my coachee, she was not duly informed of what was planned. This was a matter of change management the management had not communicated on time thus making her feel out of place and lacked knowledge on how best to deal with this kind of a scenario. At the end of the day, she gained confidence and could carry on with the task at hand with ease going by her reassurance after the coaching exercise that she could go ahead with the presentation. The PowerPoint preparation skills she gained will also help her carry on with the exercise with ease. 
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CONCLUSION
Coaching and mentoring are an important aspect organization should consider when managing their operations. The line managers should be at the front in ensuring this takes place accordingly. The employees play indeed a vital role at ensuring that everything moves according to an organization’s mission as well as vision and it would it would be vital to have all them at par with plans and intended changes. 
Furthermore, the line managers should act as a voice to the top management on the issues they face whenever they have to undertake duties using a different method, they may not be well-versed with at the end of the day. In addition, a junior staff should feel free to consult with a line manager if faced with any challenge regarding undertaking their duties. 
The report has provided a detailed approach on how coaching and mentoring is effective in in organizations. It also clearly highlights the position of employees within the organization whenever there are changes to be introduced in the operations of the organization. In as much as the management would wish the changes to take effect, no major progress can be made unless the employees are fully aware on how the entire exercise will be undertaken. 
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