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1.0 Cover page
2.0 [bookmark: _Toc151566119] Executive summary

This report delves into the critical role of coaching and mentoring in professional development within the organisations. Recognising the need for effective leadership, and skill enhancement, the report explores the impact of coaching and mentoring on individual and organisational growth.
The research reveals a consistent and positive correlation between learning interventions (coaching and mentoring, training, and counselling) and improved individual and team performance. 
The report identifies specific instances where emerging leaders have attributed their success to personalised coaching and mentoring relationships, highlights the role of these employees who participated on coaching and mentoring in fostering a culture of continuous learning and professional fulfilment, contributing to reduced turnover rates. Powerful tool for skill transfer and knowledge sharing, has enhanced employees through mentoring relationships, effectively passed on institutional knowledge, best practices, and insights to newer team members.
Recognising the importance role of leaders in driving coaching cultures, the report mentioned implementing the line leader "Leader as Coach". This initiative aims to equip leaders at all levels with coaching skills, fostering a more collaborative and supportive work environment. Practically, technology can facilitate virtual recommended approach, ensures accessibility and flexibility, to the diverse needs of a geographically dispersed workforce.
Coaching and mentoring underscores the transformative potential in shaping a resilient and high-performing workforce.



3.0 Table of Contents
1.0	Cover Page	1
2.0	Executive summary	1
3.0	Table of content	1
4.0	Introduction	1
5.0	Main founding	1
5.1	similarity	1
5.2	line manager as a c&m	1
5.3	the Role of c&m	1
5.4	reflection	1
5.5	1
6.0	Conclusion	1
7.0	References	1
8.0	Appendance	1

[bookmark: _Toc151566121]

3.0 Introduction 


The importance of promoting performance, fostering leadership, and ensuring the transfer of knowledge has never been more crucial. This introduction sets the stage for a comprehensive exploration of the transformative impact of coaching and mentoring within organisation.
 Coaching and Mentoring report presented in this document, delves into the intricacies of these developmental interventions and their profound influence on individual and organisational growth. Our investigation reveals a compelling narrative of how coaching and mentoring have emerged as powerful tools, driving enhanced performance, leadership development, and building resilience during organisational change. The need for agile and adaptable professionals is more pressing than ever. This report recognises the challenges that organisation faces and positions coaching and mentoring as strategic tools to navigate these challenges successfully. Whether it's developing the leaders of tomorrow, retaining top talent, or ensuring a smooth transfer of critical knowledge, coaching and mentoring learning interventions have proven beneficial purpose.
· To draw similarities and differences between the coaching and mentoring in comparison with other learning interventions.
· To assess the tangible impact of coaching and mentoring on individual and team performance.
· To uncover the best practices employed in successful coaching and mentoring relationships within organisational context.
· To offer actionable recommendations that align with organizational goals and foster a culture of continuous learning and development.
As highlighted in the executive summary, our exploration led to profound insights. Coaching and mentoring have not only demonstrated a positive impact on performance but have also played a pivotal role in shaping leaders and retaining valuable talent. The report emphasises the need for strategic expansion, targeted leader development, technology integration, and a robust measurement framework and models to amplify these benefits.

4.0 [bookmark: _Toc151566122]Main founding
4.1 [bookmark: _Toc151566123]Coaching and mentoring definitions and similarities. 

Coaching is a professional relationship and a developmental process in which a coach works with an individual (coachee) to help them achieve specific personal or professional goals, improve performance, and enhance their overall effectiveness (Diochon, and Otter, 2021). The coach facilitates the learning, problem-solving, and self-discovery of the coachee by employing a variety of techniques, such as active listening, asking powerful questions, providing constructive feedback, and offering guidance.
Mentoring is a developmental relationship between a more experienced or knowledgeable individual (the mentor) and a less experienced or knowledgeable individual the ‘mentee’ (McLaughlin and Barkatsas, 2020). The mentor provides guidance, support, advice, and often shares their own experiences to help the mentee develop personally and professionally.
Coaching and mentoring are two distinct but related approaches to helping individuals develop and achieve their goals, both personally and professionally (Irby, 2018). 
· Both coaching and mentoring are focused on the learning and development of the individual, helping them to achieve their potential.
· Both involve a one-on-one relationship between a more experienced individual (coach or mentor) and someone seeking guidance (coachee or mentee).
· While mentoring may have a broader scope, both coaching and mentoring involve working towards specific goals and objectives.
While they share some similarities, they differ in their focus, structure, and purpose (Westergaard, 2017).

	The Coaching
	The Differences
	The Mentoring

	
Focus
	Primarily focuses on improving performance, developing specific skills, and achieving short-term objectives.
	
Focus
	Focused on long-term career development, personal growth, and broader aspects of the individual's life

	
The 
Structure
	Coaching is often a structured and time-bound process with specific goals and outcomes. It involves regular sessions between the coach and the coachee.
	
The 
Stricture
	Mentoring is generally more informal and flexible than coaching. The duration of a mentoring relationship can be longer and is often open-ended.

	


Role of Coach
	The coach is typically someone with expertise in the relevant field who guides the coachee, asks questions, and provides feedback to help the individual reach their objectives
	


Role of Mentor
	The mentor is usually more experienced individuals who provide guidance, support, and wisdom based on their own experiences. The mentor-mentee relationship is often characterised by a more personal connection

	
Nature of Relationship
	The coaching relationship is often task-oriented, and the coach may not necessarily have a direct personal or professional relationship with the coachee.
(Edwards-Groves, et al. 2023)
	
Nature of Relationship
	The mentoring relationship extends beyond specific tasks and goals, and often involves a deeper more holistic connection between the mentor and mentee.
(Viera, 2021)



Reflecting on Clutterbuck's Four Styles of Helping (David. At, al. 2014), which provide a useful framework for assessing how coaching and mentoring compare with other learning interventions in an organisational context (Oxford Academic, 2020), such as Training and Counselling. With considering the nature and dynamics of these interventions’ directive, expert, collaborative, and non-directive styles involved in each approach.
Directive style:
· Directive style is a common approach in training where instructors provide knowledge and skills necessary for specific tasks or roles directly to participants.
· Directive style may be used when the counsellor provides specific advice or guidance to address a psychological or emotional issue on personal or work-related issues.
Expert style:
· Training frequently involves subject matter experts who share their expertise with participants. The emphasis is on transferring knowledge from the expert to the learner, when instructors aim to convince participants of the importance or effectiveness of certain concepts or techniques.
· The expert style may be present when the counsellor provides expert advice, insights, and solutions based on their professional knowledge and experience. Consultants often use persuading to convince clients of the value of their recommendations.
Collaborative style:
· Coaching often aligns with a collaborative style, focusing on partnership and joint problem-solving. Coaches work with individuals to identify goals, explore possibilities, and find solutions, also actively engage with coachees, offering support, encouragement, and feedback as they work towards their goals.
· Mentoring can involve a collaborative approach where the mentor and mentee work together to navigate career paths, personal development, and challenges. Mentors might use persuading to share their insights and convince mentees to consider specific approaches or options. 
Non-directive style (Dolot, 2018).
· Non-directive coaching emphasises the coachee's self-discovery. Coaches ask powerful questions to guide and facilitate reflection and self-awareness without imposing solutions or providing direct answers. 
· Mentoring relationships may adopt a non-directive style, encouraging mentees to explore their own solutions, the mentors serve as a sounding board to imparting specific knowledge or sharing personal experiences to guide the mentees.
Comparison on focus.
· Training Primarily focused on imparting specific skills and knowledge (Grønning and Kriesi, 2022).
·  Counselling May address personal issues affecting performance but is not inherently focused on skill development (Zakaria, et al. 2022).
· Both Coaching and Mentoring involve a learning and development component, focusing on individual growth, skill enhancement, and goal achievement.
Comparison on nature of the relationship.
· training and counselling often involve a more structured and formal relationship between the (trainer and counsellor) and the learner.
· Coaching and mentoring tend to have a more personalised, one-on-one relationship that can be both formal and informal.
· Directive and Expert styles more prominent in training and counselling, while non-directive and collaborative styles more characteristic of coaching and mentoring.
· Training typically structured with a specific time frame and defined content, while Counselling, Coaching and Mentoring can be more flexible in terms of duration and may cover a broader range of personal and professional aspects.
The choice between these interventions depends on the specific needs and objectives of the individuals and the organisation.
Coaching and Mentoring can provide both tangible and intangible benefits to both employers and employees. The tangible benefits for employers in term of Coaching include improved individual performance through targeted skill development, targets specific skill gaps identified in employees, and facilitates the transfer of skills and knowledge. Mentoring contributes transfer of knowledge and expertise to enhanced productivity, offers continuous learning and skill development opportunities, and passes on institutional knowledge from experienced employees to newer ones.
The tangible benefits for employees in terms of Coaching include helps individuals identify and work towards career goals, acquires new skills and refines existing ones, builds confidence through targeted feedback and support, and addresses personal development areas, such as time management or communication skills. Accordingly, mentoring provides guidance on career paths and advancement strategies, learns from the mentor's experience and expertise, gains confidence from the guidance and advice of a more experienced mentor, and provides insights into personal and professional development.
However, the intangible benefits for employers include improving workplace culture, enhancing employee engagement, and developing leadership skills qualities. In regards of employee the intangible benefits include increasing job satisfaction, building network, and promoting sense of purpose. 

4.2 [bookmark: _Toc151566124]Multi-Facing Roles of Line Manager 

Line managers play a multifaceted role within organisations (Campbell and Evans, 2016), often juggling responsibilities as leaders, managers, coaches, and mentors. Each of these roles predict and contributes to the overall effectiveness of the team and the development of individual team members (Quaye and Saini, 2021). For example, leader responsibilities can be as.
· Setting the vision and direction for the team.
· Inspiring and motivating team members to achieve organisational goals.
· Providing a clear sense of purpose and fostering a positive work culture.
These roles have their impact on building a cohesive and motivated team, also driving organisational success through effective leadership.
Manager responsibilities include.
· Planning, organising, and coordinating work activities.
· Monitoring performance and ensuring goals are achieved.
· Allocating resources effectively and efficiently. 
The impact of manger roles, allows them not just to ensure that the team operates smoothly and meets the objectives but, also managing resources effectively for optimal productivity.
· 
Coach responsibilities. 
· Providing guidance and support for skills development.
· Offering feedback and constructive criticism.
· Facilitating learning and growth opportunities.
Impact: individual and team performance***
Mentor responsibilities.
· Sharing experiences and insights for professional growth.
· Providing advice and guidance on career development.
· Building a supportive and trusting relationship.
Impact: facilitates the development of future leaders.***
In integrated manner, line managers need to balance these roles based on the specific needs of their team and the organisation (Saltveit and Tønnessen, 2022). For example, in times of change, the leader roles may be emphasised, while during skill development initiatives, the coaching role may take precedence. The ability to switch between these roles is crucial. Most importantly, effective communication is key in each role. Therefore, line managers must articulate the vision as leaders, provide clear instructions as managers, offer constructive feedback as coaches, and share experiences and advice as mentors. 
Line managers serving as coaches or mentors can offer various benefits to both employees and the organisation, but there are also potential drawbacks to consider.
The advantages of line managers when acting as coaches or mentors can be a cost-effective way to provide development opportunities without additional external expenses, fosters stronger relationships based on trust and mutual respect, and enhancing communication and collaboration between managers and employees.
Line managers already have numerous responsibilities, adding coaching or mentoring duties may lead to time constraints, impacting the quality of support provided, as well as line managers may lack specific coaching skills or training, leading to less effective coaching interactions (Widar and Svensson, 2021). While experienced, managers may not be experts in all aspects of career development, in which limiting the scope of mentorship. Additionally, employees may be hesitant to share certain challenges or concerns with their line managers due to concerns about confidentiality.
The success as a coach or mentor requires a combination of interpersonal skills, the focus will be on the most important elements which are, communication abilities, and active listening. According to coaching and mentoring models that we have discussed on the lecture such GROW and OSKAR enables line managers to gain a deep understanding of these principles (Jones and Smith, 2022).
 The ability to understand skills and behaviours for structuring coaching conversations in term of the effective communication, coach or mentor need skills that allow them to articulate communication clearly to convey ideas, feedback, and guidance (Ince, 2023). Demonstrating their behaviour by using language that is easily understood, fostering an open and trusting environment for effective dialogue (Proietti, 2019). In aspect of active listening, skill required is to have the ability to fully concentrate, understand, and respond to what the coachee is communicating. While behaving focused attention, asking clarifying questions, and paraphrasing to confirm understanding by demonstrating listening strategies practices. 

4.3 [bookmark: _Toc151566125]Building resilience and dealing with change

Resilience is the capacity to bounce back from adversity, adapt to challenges, and navigate through difficult circumstances (Lambrou and Loukaitou-Sideris, 2022). It involves the ability to withstand setbacks, recover from setbacks or failures, and continue to grow and thrive despite adversity.
Change according to Akinyemi, (2022) is a dynamic tool that impacts organisational development and performance. Change management refers to the structured approach and set of tools, processes, and strategies used to manage the transition from the current state to a desired future state within an organisation (Geada, 2021).
The workplace is continuously evolving, influenced by various drivers of change. Which are, existing and emerging drivers of change in the workplace, both can impact the need for coaching and mentoring within organisations, which provide valuable support for skill development and career transitions. For example, rapid advancements of technology and artificial intelligence are changing how work is done nowadays (Ifenthaler, D. (2021). Employees may need guidance on adapting to new digitalisation, upskilling, and navigating changes in job roles. Additionally, rise of remote working and flexible arrangement has become a norm, reshaping traditional workplace structures. Coaching and mentoring can support employees in adapting to remote work, maintaining motivation, and managing work-life balance in decentralised work environments.
Example can be used for emerging change drivers will be, the ‘post-pandemic’, branded organisations emerged to a hybrid work model (Sailer and Pachilova, 2023), where some employees worked remotely, and others were on-site. During pandemic change initiatives, organisations recognised the challenges of hybrid work (Al-Aali and Masmoudi, 2021). As lack of face-to-face interaction led to decreased morale and disengagement among employees, increased resistance from employees who feel unprepared or undervalued. and poor communication and collaboration gaps between team members. Therefore, organisations invested in robust virtual collaboration tools, such as coaching and mentoring, video conferencing platforms, and project management tools. Using coaching has helped in creating a standardised approach to communication across the hybrid workforce, like stablishing clear communication guidelines, provide emotional support, fostering a positive mindset by focusing on individual strengths and resilience. This allowed teams to stay connected in real-time, conduct virtual meetings, and collaborate on projects irrespective of physical locations. Mentoring contributed on developing and communicating clear hybrid work policies that outlined expectations of employees to navigate the challenges of change. As a result, they achieved flexibility, addressed concerns related to remote work, build significant collaboration skills, and maintain team solidarity through effective communication (Fuchs and Reichel, 2023). Having transparent policies ensured that employees understood the organisation's approach to the hybrid work model.
Organisations recognised the need for ongoing investments in technology to support the hybrid work model, finding balance between providing autonomy to remote workers and fostering collaboration was a key lesson, realised that hybrid work success relied on empowering individuals while maintaining a strong sense of teamwork, and the importance of being flexible and adaptable in the face of unforeseen challenges.



4.4 [bookmark: _Toc151566126][bookmark: _Toc151566127]Reflection

In the coaching scenario, I played the role of coach, a senior project manager providing instant pay-off coaching to Sojan, a project manager feeling overwhelmed by an approaching deadline. The coaching session focused on breaking down tasks and prioritising actions to achieve immediate positive results.
As the coach, I felt a sense of responsibility to guide Sojan through his challenges. the initial sense of overwhelm resonated with me, as project deadlines can be demanding. Recognising these feelings allowed me to approach the coaching session with empathy and understanding.
The instant pay-off coaching strategy proved effective in this scenario. By helping me identify a specific task with high impact and breaking it down into manageable steps, we created a roadmap for immediate progress. The evaluation of outcome choices and actions highlighted the importance of prioritisation in project management.
Analysing the coaching process, it's evident that instant pay-off coaching aligns well with individuals facing tight deadlines. Breaking down complex tasks into smaller actionable steps, provides a clear path forward. Adding, choice to prioritise the project outline and gather essential information from key stakeholders demonstrated a strategic approach to managing the workload.
The coaching session's success lies in the integration between the instant pay-off approach and willingness to take immediate action. The prompt communication with team members and the commitment to obtaining crucial information showcased the effectiveness of this coaching model in time-sensitive situations. The conclusion drawn is that quick wins contribute significantly to reducing stress of the coachee and boosting confidence of possible achievement.
Moving forward, it's essential to maintain open communication with mentee and monitor his progress. Additionally, emphasising the continued application of the instant pay-off strategy in subsequent tasks can plant a proactive and results-driven mindset. Regular check-ins will ensure that mentee stays on track and continues to find success through gradual achievements.
This coaching experience has reinforced the value of adaptability in coaching styles. The instant pay-off model may not suit every scenario, but in time-sensitive and high-pressure situations, it proves invaluable. Understanding the balance between immediate actions and long-term goals is a key takeaway that will inform my coaching approach in similar contexts.
As a coach, I will integrate the insights gained from this scenario into my toolkit. Future coaching sessions will involve a careful assessment of the context to determine the most suitable approach. Additionally, I will explore variations of the coaching and models such as OSCAR and GROW that we have discussed in the lecture, to gather diverse coaching needs and preferences.
To conclude, the Gibbs Reflective Cycle has provided a comprehensive framework to analyse and learn from this coaching scenario. By reflecting on the experience, I can refine my coaching skills, ensuring a more effective and tailored approach in future engagements.


5.0 [bookmark: _Toc151566128]Conclusion 

Coaching and Mentoring focus on development and performance improvement, Training is geared toward knowledge and skill transfer in a structured format. Counselling, on the other hand, delves into personal and emotional aspects to address challenges that may be affecting job performance. 
The tangible benefits are measurable and often directly impact performance and productivity, while the intangible benefits contribute to a positive workplace culture, employee satisfaction, and long-term organisational success. 
Line managers, need to adapt as a leader in one situation, a manger in another, and a coach or mentor when supporting individual development. Finding the right balance between day-to-day tasks and investing in team development can be challenging, especially when the time is limited, or line manager may not naturally excel in all these roles.
Active listening involves a combination of focused attention, empathy, and effective verbal and non-verbal communication. It is a valuable skill for building strong relationships, resolving conflicts, and promoting positive communication in various personal and professional contexts.
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