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Executive summery



This report has been written up on the request to help understand Coaching and mentoring in business environment. Coaching is focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence and used it is used on the sort time period, where mentoring is last long and could implement coaching session in the mentoring period. To become a good coach must be able to have good listening skills, quick thinking ability, friendly attitude and develop a good questioning technique.  Coaching and mentoring have tangible and intangible benefits for organisation, such an improving productivity and help a form a strong relationship between workforces. Coaching can be extremely effective to use for line managers as cold help in quick problem solving inside the organisation and is leading to save on extra training coast and help the job done in sorter period of time. Every organisation facing new challenges each day and to able to be keep success must implement changes. To implement changes is not an easy task, therefore organisation must use Lewin free step model to implement successfully the changes and must coaching employees to help through effectively in adaptational. Coaching and a successfully delivered changes could help build confidence and more resilient working culture. The report will end with reflection on the real-life coaching experience, that is showing the writer of the report have develop skills to be able to coach and have learned how to implement in the future carrier. 
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1. Introduction

This report has been put together to analyse the benefit of coaching and mentoring in the workplace environment. To understand why organisations must use coaching the report will compare and contrast coaching with different learning methods. To understand how to become a success coach must look at all the necessary skills that is indispensable to become a high skilled coach or mentor. In the day-to-day life every organisation facing with new challenges and must implement changes in the work life to stay success. Implementing changes not an easy task, therefore working culture need support and help with the adaptation. The report will look at how coaching can use building resiliency and strong working environment. Also, the report given an analysis of a real-life coaching session to showing the all the necessary coaching skill been understand and it have been implemented. To create an accurate report and have critical view on the importance of coaching mentoring primary and secondary sours have been analysed, for example Articles, Journals, websites, and Books.

2. Findings

2.2. Coaching, Mentoring
Coaching and mentoring can be effective approaches to developing employees. Both have grown in popularity, with many employers using them to enhance the skills, knowledge and performance of their people around specific skills and goals. (Hayden 2021)
2.2.1. Define Coaching and Mentoring
	According to Hayden (2021) Coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on an individual’s personal attributes such as social interaction or confidence. The process typically lasts for a defined period of time or forms the basis of an on-going management style. To developing good coaching method could be beneficial for employees in the same as way to the organisation. Through coaching employees can build valuable skill and knowledge to advance in carrier, share live feedbacks that is can improve performance and can feel supported and encouraged by the manager of the organisation. The encouraged and highly performing team will lead to a success business. To deliver a high perform coaching and give a framework to the coaching session is various coaching models that could put in place, for example GROW, OSCAR and The Instant Pay-off Model. The GROW model stands for Goal, Current Reality, Options and Will. According to the online website Mind Tool (2021) The model was originally developed in 1980s by business coach Graham Alexander, Alan Fine and Sir John Whitmore. This model helps to plan step by step the coach journey. First step is the aim of the coaching session, establish where is the coachee are at the moment, explore various routes to achieve the destination and in the final step establish the will, and to get prepare the coachee for the obstacles that could come on the way of achieving the goal. The OSCAR model stands for Outcome, Situation, Choices, Actions, Reviews and it is built upon and enhanced the GROW model. According to Sean Lea (2021) The OSCAR model was originally created in 2020 by Karen Whittleworh and Andrew Gilbert with the intention to provide those in manager positions with the ability to adopt a developmental coaching style. The OSCAR model can be applied in almost any personal development scenario; however, it is argued that it is most effective when used when working towards long term ‘outcomes,’ as the framework provides an impetus for the implementation of attainable milestones through the ‘actions’ aspect. For example it can be used a situation when employee may approach the coach for advice on becoming a stronger team leader when taking part in team-based tasks. The Instant Pay off model is introduced by Landsberg (2015).  This technique is help for employees get the job done and keep things moving at the organisation. This technique can be applicable for a quick five-minute conversation between employees. The model interridge to ask the employee a list of problem occurring and to assign accountability for each block. All the coaching model is based on the same non-directive questioning technique, the coach should not give a solution, must ask the right question to aim for helping the choachee find a solution for the problem. 
	Mentoring in the workplace tends to describe a relationship in which a more experienced colleague share knowledge to support the development of an inexperienced member of the team. (CIPD, 2021) One key distinction from coaching is that mentoring tend to be a long term where coaching is short period of time (CIPD, 2021) Mentoring can be formal or informal. In an informal environment, mentees set goals, but they are usually not measurable, and the relationships are unstructured. For a formal mentoring relationship, there are actionable and measurable goals defined and set with determined requirements. (ATD.org, 2021) Whatever coaching or mentoring technique is used, both methods are serving the purpose to assist individuals to make long lasting changes. Both methods must use questioning techniques in order to identify solution and action. Through coaching or mentoring must be support an individual in setting appropriate goals, the mentor or coach must be good observer, good listener and need to be asking powerful questions to understand the individual circumstanties and help have good think of the current situation. 

2.2.2 Other learning initiatives
Organisation could use various other techniques to help for the employees in improvement and development, for example classroom learning or e-learning. Learning away from workplace is generally the easiest to record and cost, although this does not mean it should be perceived as the main way learning (CIPD, 2021) Through classroom learning employees can achieve another qualification and can be provide a great networking opportunity to meeting with others. External courses can help see situations from fresh perspective and develop skills in different knowledge-sharing context. (CIPD, 2021) However, one of the key benefits of coaching is increase employee and staff engagement. (Institute of Coaching, 2021) Therefore if the organisation only use classroom learning the working culture could loose out developing a stronger relationship between employees. When Covid-19 have appeared, everything moved online working-life and learnings. E-learning is making it possible to provide large groups with constant materials and access flexible so that people can learn own time. (CIPD,2021) According to Bleich (2021) for the organisation can have many benefits to choose e-learning as a saves money for the company, better employee retention for most training topics, and allows for global collaboration. Clutterbuck’s (2014) have developed Four styles of Helping framework, that could help understand how other learning initiatives can work together with coaching and mentoring or how could replace that. In this framework is Four competitive point: Directive, Non-Directive, Stretching, (pushing someone) Nurturing (softer relationship). According to this model Coaching is direct and is stretching the coachee limit, pushing to resolve the problem. Classroom learning ad E-learning is Directive and stretching. Therefor the best practise for organisation to use classroom learning and e-learning on the side of coaching and mentoring to make sure the workforce can beneficial from al the learning format advantage. Also, applying coaching or mentoring for employees in the organisation can have many tangible and intangible benefits. Studies reveal that the tangible benefits is higher productivity, greater quality and increased organisational strength and an increase in profits. The intangible benefits are improved communication, greater teamwork and higher job satisfaction. (Fouts, 2020) Happier working culture will deliver better and will create a happier working environment, and it will lead to happier customer, and will increase customer loyalty. 

2.3. Line manager as a Coach/Mentor
According to Downey (2003) in the past fifteen years notion that leadership is part of line-manager’s role has become to be accepted in most organisation. The line manager role has been description with coaching skills. Coaching can be an extremely effective tool in promoting the adaptability and resilience of the team and the line managers taking this role could lead to quick resolving issues inside an organisation, saving up on extra cost and time on ad this role to the line-manger description. Getting results through others is the heart of effective management, and coaching is one of the best tools to facilitate that. According to David Clutterbuck (2018) been in line manager one of the principal responsibilities is to develop direct reports. Mentoring will help issues relating to career development and will emphasize role modelling. Where coaching is focusing sort term, through that the manger can offer a quick guide and help in daily tasks. The main advantage of the organisation using internal coaches is that line mangers do not have the direct costs that hiring an external coach would. Also, using a line manager as a coach is already have a relationship with the coachee and the coaching role provides an opportunity to get to know much better the team and help develop mutual trust and respect. In the other hand using line- manager as a coach could resort that may not be able to alter communication style, or the coachee may feel ideas would not be well received, or simply to fear speak up front of the manger. (Management E-bock, 2021)

2.3.2. Skills to become Coach/Mentor
However, organisation cannot point out and extra responsibility for line managers without help achieve the rights skill and behaviour through trainings to be a come as a coach. To be become an affective coach must have great coaching skill as to actively listen, gathering information and afterward filtering and clarifying it for the coatchee. An active listener is neutral, non-judgemental and engaged. Coach must be as objective as possible, give each client your full attention and show genuine interest. (Schuy, 2018)   


2.4. Dealing with Resilience 
		2.4.1. Define Resilience
According to David Denyer (2017) Organisation resilience is the ability of an organisation to anticipate, prepare for respond and adapt to incremental change and sudden disruptions in order to survive and prosper. Resilience has been used to describe people and systems that bounce back from negative experiences and disturbances. (Knuth, 2021) Resilience is the capacity of dynamic system to adapt successfully to challenges that threaten the function, survival, or future development of the system. (Holing, 1973) Through coaching and mentoring organisation can help build resiliency.  Luthans (2002) proposes that resilience is one of four essential psychological capabilities for any successful leader, in addition to hope, optimism and confidence. The leadership resilience can be enhanced through personal growth and that such learning will contribute to wider organisational resilience. 

		2.4.2. Drivers of the change and managing changes 
There are various sources of change that impact on the workplace and individuals during working life. At the organisation level, change arises from product/service innovation or improvement; market conditions; restructuring; mergers and acquisitions; leadership; and business strategy.  (Carter, 2015) It’s key for all people professionals to understand and work within the network of change activities across different departments, enabling them to anticipate, design, and shape organisational change in a joined-up way. (CIPD, 2020) To help understand and monitor those changes PESTLE can be a perfect tool to use. It can help to identify disruptive changes to business models that may have a profound impact on the future employment landscape. It is very important monitor changes and the best tool for that PESTLE, PESTLE also can help breaking down changes. (CIPD, 2020) Our day problem is the climate change therefore organisation must make changes to become environmentally friendly. To achieve that organisation must implement changes such as working from home or saving on energy usage. Hence, organisation could refer to Lewin’s three-step model, to help in adaptation for the working culture. This model has become the best-known and, arguably, the most influential approach to organisational change. (Burners, 2020) Lewin change model was developed 1947 and have use three stages: Unfreeze, Change, Freeze to implant changes. (Connelly 2020). According to Hampson, Unfreeze stage this is the most critical stage of the change management process. The aim is to prepare the organisation for the change that’s about to take place, Change: When it’s time to implement the change, the organisation enters the second phase – that of transition, and Freeze:  where the change has fully bedded in, and the team are now working in the new way. The advantage of implementing this model it is successful change can bring about a new confidence in the staff, can help develop new roles, new skills being learnt, and are demonstrable benefits to having made the change, the team is more likely to be willing to do it again when the time comes. In other hand it is hard to get such an individual to accept the change, and fully buy into it. Therefore, the best help that organisation can give coaching on this period.

		2.4.3. Building resilience through coaching/mentoring
One of the best ways that organisations can foster resiliency is through providing individual training, coaching and development of specialized competencies to enhance resiliency (Coutu, 2002). According to Smith (2015) using coaching may present a number of benefits over and above the training option. Firstly, personal coaching offers the opportunity for a confidential and private discussion that may be more conducive to open discussion about difficulties. Thus, issues that might require working in the resilience domain may be more likely to surface. Secondly, coaching is often delivered in a proactive context to enhance skills.  Coaching brings a new perspective, helping people see things from another point of view, which can help unlock creativity and find new ways to overcome the barriers to success. (Harvey, 2019) Therefore coaching great way to support through changes and build a strong resilience culture. 








2.5. Reflection on my performance
										(Gibbs,1988)	
[image: Diagram

Description automatically generated]Thru coaching and mentoring studying, we have given a task to be a coach, in order to help us develop and understand the role of coaching. My task was coaching one of my fellow student Charlene through any matter that she felt it was relevant for her, my coaching session must be no longer then fifteen-minute. I have approached the task using the instant pay off coaching model. I felt it was the much appropriate for the task and for the length of coach session. I have started asking question to find out the problem that Charlene felt need help. To order to have better understanding and help me identify her blocks I have asked deeper questions regarding to how this problem effecting others, and an example of the situation. I have identified three major blocks, I have built my next questions around those blocks and I was trying to help for Charlene to identify the steps to the solution. I have given her signposts and we have worked out an action plan. I felt it was very useful coach session I felt confident as coach. I have been showing deep listening, friendly attitude, ans an encouraging manor. I have left time for Charlene to think, and I have paused there was need it. I feel my choice off model was effective for the situation I would not change any other model in the quick coach session like this. This task helped me developing the meaning of coaching, I have learned understand the power of listen to people and the importance of let them find a solution not to give to them. I will implement this effective tool in my leadership style after I will be open my nursery. To create an affective working culture, I must let each of the team member to find a solution for any problems and through coaching I can gently guide, and we can develop a deeper working relationship. 



3. Conclusion

Coaching and mentoring a strong learning initiative in today business word. It will be highly beneficial for organisations to invest money to train each team leader, manager to become a highly skilled coach. In long term would save money for the organisation and using internal coaching would improve productivity and help form closer relationship between the work force. Coaching and mentoring can help organisations resolving issues on the day-to-day basis. It is approved coaching help increase productivity and have mental benefits that is help improve employee’s well-being. The word as been change through Covid and the climate crises therefore organisations still going through our life time biggest changes and challenges, employment need all the support to adapt and could be the quest and cheapest solution use internal coaching or mentoring. 
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