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COACHING AND MENTORING


[bookmark: _Toc89728363]Executive Summary
[bookmark: _Toc89705451]The report included similarities and differences between coaching and mentoring. Comparison between coaching and mentoring on the basis of Clutterbuck’s four styles, benefits of coaching and mentoring to employer and employee, both. And the multi-facing role of a line manager, drawbacks of a line manager, skills and behaviors needed for success as a coach or mentor, resilience, and change management, existing and emerging drivers of change in the workplace, Impact of poorly managed change in the workforce and self-performance as a coach as well.
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[bookmark: _Toc89728364]Introduction 

The report carries the definition of coaching, mentoring, similarities and differences between the coach and a mentor. The report also suggests the benefits of coaching and mentoring to employers and employees. In this report also mentions the role, benefits, and drawbacks of a line manager as well. The learner can also witness the drivers of workplace changes and resilience, and change management at the workplace.

[bookmark: _Toc89728365]Task 1
[bookmark: _Toc89728366]Evaluation of similarities and differences between coaching and mentoring

Coaching – Coaching is a development process that is undertaken by an experienced person said to be a coach. Coaching is a type of leadership where the coach is accountable for the performance of his trainees (Hussey, 2020). For example, if an employee is always late in his or her work submission, the coach can help that employee to build time management skills which will help the employee to develop his or her productivity.
Mentoring – Mentoring is referred to as, guiding an individual who already possesses some skills to develop those skills more keenly and to use them in the right way. Mentoring is undertaken by a person called as a mentor and the person to whom the guidance is being provided is known as a mentee (Thomas, 2015). For example, in the workplace when a newcomer is guided by an experienced employee, then the experienced employee is said to be a mentor of the newcomer (Smith, 2015). 
Similarities between coaching and mentoring – The major similarities which are between coaching and mentoring are, the coach and a mentor both encourage an individual’s growth. Both coaching and mentoring are based on individual association (Garvey, 2021). Both the coach and a mentoring effort best for each other when in both the case, both parties trust and believe each other equally. In coaching as well as mentoring, both the parties are incorporated in the learning and development program. 
Differences between coaching and mentoring – The major differences which are between coaching and mentoring are, the mentor can be from within the workplace but a coach is almost an external source. The coaching is more focused on performance whereas mentoring is more focused on development. The time frame which is set in the coaching is typically between six to nine months to develop the performance of an individual and the meetings are formal. But, in the case of mentoring, the time frame is typically between six months to a year to make needed development in an individual, and the meetings go both in formal and informal ways (Lancer, 2016). In the case of coaching, the advantage is that there are a lot of coaches available out there, it is up to an individual that which person can be compatible with him or her as a coach. But, in the case of mentoring, as mentioned above, the mentors are generally from within the organization. So, the advantage in mentoring is, an individual works in front of the mentor so the mentor can keep an eye on the individual and can guide him or her accordingly. This also helps an individual in career advancement as, he or she is been keenly observed by their mentor (Lancer, 2016).


Comparison between coaching and mentoring on the basis of Clutterbuck’s four Styles of helping – 
Direction – Coaching is oriented on a particular task. The coaches generally help the individuals to get skillful on a particular skill or in a specific area of the interest of the individual. Whereas, the mentor directs an individual on various skills at the same time to develop the individual on the overall basis (Clutterbuck, 2016). 
Focus – The main focus of a coach is on the current performance development of an individual to whom he or she is providing the guidance. While the mentor focuses on the long term professional development of his or her mentee (Huline, 2021).  
Duration – Coaching is a guided process that ends with time. The coaching ends when an individual gets all the skills and knowledge which is required by him or her to gain a particular skill. Mentoring is a long term process. The mentor and mentee may have started as a casual associate but the mentoring process can take place for years and years as well (Clutterbuck, 2017).  
Input from head – Coaching involves regular commitment. It is important for the coach to look up to the person he or she is guiding from time to time. And mentoring does not require a continuous overview. The mentee can take timely guidance from his or her mentor and can sort out things casually (Blackman, 2018).
Assessment – Assessment or evaluation of progress is much easier in coaching. This is because coaching works on short term goals and those are tracked timely, so it becomes easy for the coach to evaluate the growth. In mentoring, the progress is measured on wide terms as the mentoring is not a continuous process as coaching it requires keen observation to assess the development of the mentee (Clutterbuck, 2020). 



Benefits of coaching and mentoring to employer and employee – 
Benefits of coaching to employees – The benefits of coaching to the employees are it develops employee’s skills which in turn improve the productivity of the employees. This also helps the employees to increase their engagement in the organization and achieve organizational goals on time (Mihiotis, 2016).
Benefits of coaching to the employer – The benefits of coaching to the employer are it empowers employees of the organization and it also helps the employer to increase organizational profits as improved employee productivity helps the organization to perform more tasks (Serrat, 2017). 
Benefits of mentoring to employees – The benefits of mentoring to the employees are it helps the employees to set goals for themselves and to assess those goals to measure their progress (Holt, 2016).
Benefits of mentoring to the employer – The benefits of mentoring to the employer are it develops the work culture of the organization. It also helps the staff of the organization to improve their performance and skills as well (Jeffrey, 2019).



[bookmark: _Toc89728367]Task 2
[bookmark: _Toc89728368]Evaluation of the line manager as a Coach or Mentor on the basis of skills and behavior

Multi-facing role of the line manager.
Role of line manager as a leader – The role of line manager as a leader is to perform various activities in the organization such as, planning, organizing, budgeting, coordinating, controlling, and many more (Fletcher, 2019).
Role of line manager as a manager – Line manager as a manager is accountable for supervising and managing employees to accomplish organizational goals (Crawshaw, 2015).
Role of line manager as a coach – Line manager as a coach is responsible for encouraging his or her team to perform with their full productivity to achieve organizational objectives (Leggett, 2016).
Role of line manager as a mentor – The role of line manager as a mentor is to guide his or her employees and to provide them with timely feedback to improve their performance accordingly (Hieker, 2021).
Benefits of line manager as coach or mentor – Coaching or mentoring plays an important role in the development of an individual as it helps them to develop their skills. And if the coaching or mentoring is provided to an individual from their line manager it can be more helpful for them to develop as the line manager will have a continuous eye on that individual and the manager will guide him or her accordingly and will provide immediate feedback as well (Alred, 2019).
Drawbacks of line manager as coach or mentor – Coaching or mentoring from line manager can also be a drawback to an employee as it may create the habit of dependency in an individual which may hinder his or her development. Sometimes, it may develop trust issues between the line manager and his or her employee.
Skills and behaviors needed for success as a coach or mentor – The skills and behaviors needed for success as a coach or mentor are, good listening and understanding skills, the coach or mentor should be an enthusiastic person, should enjoy helping others, should be respectful for others, and last but not the least should possess good communication skills as well (MacLennan, 2017).

[bookmark: _Toc89728369]
Task 3
[bookmark: _Toc89728370]Role of coaching and mentoring in building resilience and dealing with change

Resilience – The resilience is referred to as the synchronization in the incorporation of the organizational activities to facilitate proactive organizational operations. To build strong organizational resilience, it is important to have strong and practical decision makers in the organization.
Change management – The Organizational Change Management (OCM) is referred to as managing the organizational change which is implemented by the management in the organization. If the change which is implemented in the organization is in a positive means, it helps the organization to work effectively and efficiently. And it also helps the organization in reducing waste costs.
Existing and emerging drivers of change in the workplace – The existing and emerging drivers of change in the workplace include, Globalization which helps the business to grow and expand it also helps the company to improve its working culture as well. The other driver of change in the workplace is diversity; it refers to as diversifying the business which will provide more scope to the business to grow in terms of culture. 
Impact of poorly managed change in the workforce – The impact of poorly managed change in the workforce is that if the change is not implemented successfully then it can dysfunctional the company's function. The poorly managed change in the workforce can also impact the efficiency, effectiveness, and productivity of the employees in the organization (Triana, 2015).
How does building resilience through coaching and mentoring help the workforce deal with change – The building resilience through coaching and mentoring help the workforce deal with change by paying attention to the mental and physical health of the mentee, by watching their stress level to understand how much stress can be handled by the mentee, the coach or mentor should also provide social support to their mentee as well. The coach or mentor can also help their mentee to reframe their techniques. 



[bookmark: _Toc89728371]
Task 4
[bookmark: _Toc89728372]Evaluating self-performance in the peer coaching exercise 

Self-performance as a coach – As a coach, I taught my employees to how to manage time, how to communicate effectively and efficiently with their full productivity to accomplish organizational goals. I made sure that the employees having coaching under me can see effective change and result in their performance, which will help them in the long term as well. I also taught the employees how to communicate effectively and efficiently to convey their thoughts in the right way. This will help them to tell others what they think and this will also help them to understand what others think as well.
Kolb’s learning model – 
Concrete experience (CE) – While having a concrete experience of the Kolb’s learning model, I learned that means doing or having an experience I learned various dos and don’ts of coaching which helped me to understand how the employees are tackled. The concrete experience or accommodator experience is a problem solver as it helped me to understand how to deal with the things, I have no interaction with.
Reflective observation (RO) – In Kolb’s learning model, in the reflective observation, I learned through the coaching experience that, what skills are needed to be learned, which will help me to enhance my coaching ability more keenly. The reflective observation is an analytical observation as through this model, I got to know that what new skills I am supposed to adopt and what changes I had to make in my coaching behavior as well.
Abstract conceptualization (AC) – In the abstract conceptualization, of the Kolb’s learning model I could conclude from my experience that, coaching is not a tough task to do. While coaching to others I also learned various skills like communication, motivation skills, and decision-making skills. These skills will help me in the future to communicate well, and these skills will also help me to prioritize decision making as well. The abstract conceptualization model is a practical model as through this model I developed various skills. The abstract conceptualization can be said as the independent and technical learner model as well because, through this model, one can learn a lot of skill sets that are required as a coach (McLeod, 2017).
Active experimentation (AE) – Through the active experimentation of Kolb’s learning model, I can plan or I can try out to summarize what I have learned from the coaching I provided to others and I can also conclude how these learnings will help me in the future expand my skill set as well. The active experimentation model is an observer because, this model helps one to analyze through the past experience what modifications can be made in the skills of an individual to be the best in whatever is pursued by that individual (Gemmell, 2017).

GROW Model – The GROW Model of Landsberg is divided into various versions; they are as follows:
Goal – The goal is said to be the end point. Being a coach, my goal was to make an employee a manager of the organization and the goal was accomplished by me with the contribution of the employee. 
Reality – The reality is doing we accomplished our goal or not. So, we accomplished our goal and the employee is ready to be a manager now. This all became possible through the mutual efforts of me and my employee.
Obstacles – There were various obstacles that were faced by me and my employee. They were, sometimes we found it hard to manage time. 
Options – The option we got to overcome the obstacle was to manage time by prioritizing our work better and with practice, we overcame this obstacle together.
Way Forward – We found out various ways to overcome the obstacle and implemented the best suited like prioritizing our work to manage time (Landsberg, 2015).
Strength and weakness of self as a coach – The strengths can be said as the skills which are pursued by the one and can be used effortlessly. The skills which can be taught to others in a fun way, those skills for me were communication skills, and decision-making skills. As a coach, I explored a lot of strengths in myself which I never accepted as my strengths before being a coach. The weakness is said to be the one which an individual does not enjoy while teaching to others. My weaknesses as a coach were, or the areas where I did not enjoy teaching others were, detailed work as it requires time and patience, but I am not good at doing things patiently. And the other factor which affected my coaching was bonding with the learner. If the learner does not connect with me then it becomes quite difficult for me to teach him or her (Parsloe, 2016).



[bookmark: _Toc89728373]Conclusion

It is to conclude that, it is very important for any employee or any individual to have a coach or a mentor who can guide him or her to the path of their success. To find a good coach or mentor is quite hard but if one can get a good coach or mentor, he or she can develop various skills which will help them to be successful in one’s personal as well as professional life.
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Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	Motivation skills
	Motivational
models by
various
authors
	A motivation skill is one of those skills which are essential in every individual to stay focused on their targets and to achieve their desired goals as an individual and an organization as well.
	Motivating employees of the organization to accomplish organizational goals.
	1 month

	



Communication

	Lecture,
seminars or
workshop



	The communication skills can be developed by participating in the group discussions, team work, and any public event. The communication skills can be improved within the time frame of medium range time period. 
	Helps the employees in the organization in developing their negotiation and communication skills.
	Less than 1 month

	

Decision making



	Counselling and case studies


	Decision making skills can be improved by taking continuous practicing of it and by analyzing and judging things and doing the rationale decision making of it. As judging is a hard skill to learn, it takes time and it is not even easy to learn the skill of judging things. One has to be patient when learning such skills. It can be said that judging and decision making is a time consuming and long-term skill. 
	Helps the employees in the organization in developing their decision-making skills.
	More than 1 month

	


Problem solving


	Solve a lot of queries of different types to get used to problem solving
	Problem solving is a complex skill to get used to it, it is important for an individual to get involve in solving varieties of problems.
	Helps the employees in the organization to function smoothly.
	More than 1 month







