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Executive summary

Learning interventions within organisational contexts are significant and required in an ever-changing and competitive environment (Kuruku, 2018). Organisational goals become attained by individuals with the necessary knowledge, skills, and attitude to achieve the given tasks. Organisations' human resource development is becoming essential as the organisations attempt to survive in an increasingly dynamic and competitive global marketplace (Garvey, 2017). With the increasing pressure on organisations to sustain constantly improving results, performance demands are such that even small opportunities for individual improvement are worthy of the effort. Therefore, managers try to foster an environment where each individual in the organisation improves performance continuously. This report intends to evaluate coaching and mentoring and other learning interventions as strategies to enhance individual and organisational performance.
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 Coaching, mentoring, and counselling help employees work through the problems that affect their performance (Pousa, 2017). Counselling entails assisting employees in acknowledging the effects and impacts of attitudinal and behavioural issues on expected performance and agreeing on corrective action. Counselling can introduce a disciplinary procedure for persistent poor performance (Klages, 2020). Training gets defined as how individuals become taught the skills necessary for a specific role, profession, job, or behaviour.
[bookmark: _Toc90023512]Coaching, Mentoring, Training, and Counselling
Coaching gets defined as partnering with individuals or clients in a creative and thought-provoking process that inspires them to maximise their professional and personal performance (Gray, 2018). It entails guiding individuals on their goals to help them reach their potential. On the other hand, mentoring entails sharing knowledge, skills, and experience to help individuals develop and grow (Hussey, 2020). Based on the definitions mentoring is the directive, with coaching being non-directive.
Differences between Coaching and Mentoring 
The term coaching and mentoring are interchangeable terms. The terms have distinct differences and similarities. The differences and similarities between coaching and mentoring focuses on the following factors discussed below.
Orientation
Coaching is oriented around defined tasks, while mentoring gets oriented around relationships (Cox and Dannahy, 2018). In coaching, the coaches often become used when organisation employees, more so the leaders and managers, want to become more proficient in given areas and address specific skills that the employees might be lacking. Even though mentors and mentees might concentrate on specific learning objectives, they develop a bond and rapport that often transcend particular workplace issues.
Drivers
Coaching is driven by performance, while mentoring is development-driven (Aylott, 2017). Coaching focuses on the present while mentoring, on the other hand, focus on the future.
Duration
Mentoring needs a significant time commitment from both parties, while coaching has a defined endpoint (Lyons, et al., 2017). Coaching usually has a termination point when the specific goal or skill gets attained. Coaching focuses on the immediate improvement of an individual's performance and skills using tutoring or instructions, while mentoring emphasises gaining skills in the long term.
Input
Another critical dissimilarity between mentoring and coaching is that mentoring involves a high level of guidance and input from the mentor, while coaching involves helping coachees explore their ideas (Bhimani, 2020). Coachees get assistance from the coaches in pinpointing and solving their questions. At the same time, mentors tend to offer the mentees explanations themselves.
Success gets usually measured in broad terms in mentoring. In coaching, specific goals get clearly defined earlier (Aylott, 2017). The achievement can become traced and measured, but on the other hand, it can become challenging to note specific key performance indicators due to a mentorship relationship.
Similarities
Both mentoring and coaching gets conducted by line managers. The two practices are honest and open relationships established between the mentor or coach and their coachees (Gong, 2019). Both coaches and mentors are accountability partners who work with their mentees' and coachees' best interests. The objective of both mentoring and coaching is to adopt a new model or approach to improve a given career or a particular skill (Thipatdee, 2019). Both interventions are not about teaching, instruction, or telling an individual what to do. Mentors' and coaches' role is to ask their mentees and coachees the right questions to establish a greater self-awareness and make informed decisions (Hastings, 2018).
The role of mentors and coaches is not to offer solutions to the mentees' and coachees' problems but to enable them to come up with the best possible solutions they may find. Mentoring and coaching processes tend to evolve (Camba-Kelsay, 2018). The two learning interventions' goals may be inflexible after the mentees or coachees acquire new behaviours or attain the set goals.

[bookmark: _Toc90023513]Line Manager as a Coach/Mentor
Line managers are key personnel in organisations, especially in these turbulent pandemic times since businesses need to adapt fast and with great agility to the ever-changing social and economic constraints. Due to the many radical changes in life during the pandemic, many employees feel overwhelmed. It has been challenging for line managers to assume their roles as leaders of motivating, supporting, and helping the employees maintain their performance if they work remotely (Vecchi, 2021).
Coaching and mentoring are highly effective tools used by line managers to promote the adaptability and resilience of an organisation's team (Angela-Eliza and Daniel, 2019). Conversations become critical in maximising employee's engagement in the organisation. Therefore, effective coaching and mentoring require the line manager to possess the following skills to be learned and practised regularly.
Skills and Behaviours
Listening
Line managers need to listen, gain insight, build rapport and show empathy (Aitken, 2021). Listening actively calls for a great emphasis on how the coach and mentor's non-verbal communications can impact the coachee and vice versa. There is a need for line managers as coaches and mentors to demonstrate their understanding of the coachee thinking through paraphrasing, clarifying, and reflecting to build an emotional connection with them and build trust. It is also vital to allow the coachee to reflect (McCallum, 2020).
Questioning
The line managers' questioning skills are critical since they promote problem-solving and allow the coachee to arrive at a solution (Vaccaro, 2018). Asking open questions has become the most effective style since it helps the coachee expand their perspective before arriving at a solution (Cox and Dannahy, 2018). The line managers should start by helping the individuals solve their issues through reflective awareness.
Giving Feedback
Pointing out strengths makes individuals and workers feel helpful and valued (Carter, et al., 2017). Furthermore, pointing out a mistake can give a powerful and long-lasting insight that lets people learn from their mistakes and errors (Carter, et al., 2017). Giving feedback creates a climate where mistakes and errors make a learning mindset in the team and get viewed as part of the learning and development process.
Providing a Conversation Structure
As mentors and coaches, the line managers should demonstrate confidence in the coachee to perform their duties and make the connections to show how they contribute to the broader business goals.
Self-awareness
As mentors and coaches, the line managers need to understand themselves to avoid getting in their way (Fatien, 2018). Coaches and mentors react to stressful conditions, which may show up in their behaviour and, therefore, the need for self-awareness. Most coaching courses begin with an awareness module. As a line manager in a world where change is inevitable, one should not have all the answers and encourage the employees or coachees to solve new or unexpected problems. Line managers should develop skills to reflect our uncertain, volatile, ambiguous, and complex world (Bhimani, 2020). Coaching is a core skill in the 21st century. 
Coaching Relationships
Relationship building is vital for effective coaching in an organisation, starting with trust and respect, and the relationship gets built through core coaching skills mentioned above, like active listening. A self-aware coach and mentor understand how to flex their style to get the most out of the employee (Thipatdee, 2019). Coaching and mentoring are about changes within the employees, and nothing can become imposed without the will and permission of the coachee. According to neuroscience, most individuals' behaviour comes from our unconscious thinking, shaped mainly by the individuals' past (Gray, 2018). Therefore, understanding this beneath the surface' processing of information and helping to surface it into conscious awareness makes employees more insightful and adaptable. 
When line managers possess these skills to an adequate quality level and use the skills frequently as required, productive and effective mentoring and coaching relationships become enhanced. Organisational line managers who coach employees should become keen on measuring up against the skills set and how best to fill the gaps in both knowledge and skills, practice the skills, and get valuable feedback from peer coaching or even the coachee (Steelman, 2018). Coaching benefits provide organisational paybacks like a broader coaching culture. Therefore, this culture provides the right and good environment to form a sense of belonging, team cohesion, improve performance, conflict resolution, and motivation (Carter et al., 2017). Furthermore, employee creativity is aroused and thus improving the organisations' profitability.
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People currently live in a world of change where challenges present themselves in their personal and professional lives. Changes of any kind call for a lot of energy and time (Aitken, 2021). Even with a well-devised plan, the plans may sometimes fail or take time to implement. Therefore, a significant role of mentors and coaches is to keep employees progressing in the correct direction., experimenting with new tactics and behaviours, practising and perfecting those that prove effective.
Flexibility is a core characteristic associated with organisational change (Businesstimes.com, 2020). The most flexible organisation does not fight change and adopts well in the face of adversity, trauma, tragedy, and threats. Highly resilient individuals in an organisation are flexible, adapt to new circumstances quickly, and thrive in constant change (McAllum, 2020). Mentoring is a mechanism used to build resilience in an organisation. The mentor assists the mentee with resilience building, and the coaches help the organisation employees build resilience by:
· Emphasising what they have done right and what they have done wrong;
· Providing the correct form of praise and focusing on the employees' or coachees' engagement, perseverance, and problem-solving strategy;
· Building their confidence;
· Keeping them on track in the process of achievement;
· Enhancing their motivation and encouraging them towards higher achievement.
The mentor helps the mentees build resilience through three stages as follows.
Discover
The mentor should discuss the term 'resilience' and determine what it means to the mentee. The mentor should find out the mentee's view of 'stress' and the importance of adversity (Dun, 2021). The mentor can ask the mentee to define resilience and stress and give and rate several situations that trigger stress, like changing a job role, juggling work commitments, or starting a new job. The mentee can then ask how they can respond to stress or a perceived threat and how they have coped with a stressful situation in the past.
Develop
After the discovery stage, the mentor works with the mentee to identify the strategies that can help build resilience and successfully navigate a stressful event or situation (Ratiu, 2017). The mentee can be encouraged to:
· Challenge and change their negative self-talk;
· Eliminate their repertoire's blanket statements like 'I will never succeed in my career;
· See challenges as a chance to learn, grow, adapt and evolve;
· Look for solutions to problems;
· Improve the relationships with others and establish meaningful connections. For instance, their contributions as team members and the building of collegial relationships (Mckinsey.com, 2021);
· Maintain regular healthy habits and routines. The mentor should encourage the mentee to assess their work-life balance and establish and maintain it (Wiewiora, et al., 2020).
Decide
The mentor should encourage the mentee to adopt strategies to manage the stress associated with change and help the mentees build resilience. Resilience is an essential competence, especially in challenging working environments. Resilient individuals can cope with unexpected changes, including high stress, setbacks, disappointments, and excessive workloads (Zhao, 2020). The inability to make decisions, feeling overwhelmed, short temper, reduced confidence, and low drive towards work are signs of low resilience. After undergoing the above three mentoring stages, the mentee's resilience can get established, making it easy to embrace change.
[bookmark: _Toc90023515]Self -reflection
I recently practised peer coaching with a new team member. I considered the numerous challenges that new members face and transitioned from an advocate to a collaborative partner capable of leading and guiding inquiry. I managed to implement the communication skills such as active listening and questioning strategies as I worked with my collaborating partner. I concentrated on peer coaching.
Research shows that peer coaching is most successful when individuals share experiences and work towards attaining the same goals (Taylor and Crabb, 2017). I had to engage in an ongoing relationship for the coaching to become successful. After developing a good relationship, establishing a partnership becomes key. The collaborating partner's interests and needs must get put at the forefront; otherwise, the practice becomes inauthentic (Angela-Eliza and Daniel, 2019). My peer coaching and relationship developed from the coaching of the new team member. Our initial work, which focused on improving presentation skills, transitioned into a collaborative partnership centred on my collaborating partner's interests and needs.
I applied the Instant Pay off model in the peer coaching exercise, and I was the coach and an expert in the new team member's situation. I acted as a facilitator and helped the team member choose the best options instead of offering advice or direction. I allowed the team member to conclude himself. My duty was to guide the team member to decide what was best for the organisation.
We first established a goal, the behaviour towards change. I asked the team member to describe his current reality. Though the team member hasn’t had that many presentations delivered, he was confident that he can become proficient at delivering presentations. This reality enabled us to establish a starting point. We then explored all the possible options for attaining the goal. I let the team member give suggestions, first allowing him to do most of the talking and then guiding him in the right direction without deciding for him. The team member expressed the need to have experience in delivering a professional presentation. 
One of my key goals was to develop communication skills comprising active listening, paraphrasing, clarifying questions, and probing questions. I started the peer coaching by listening actively and avoiding advocacy in sharing past experiences and suggesting tools. Through active listening and paraphrasing, I got a chance to identify my partners' strengths and successes in his work. 
Development Plan
Through this experience using the GROW coaching model, I believe I could be more flexible. I need to revisit each step to ensure that the team member remains motivated and energised. Listening with attention is another area of growth that I plan on refining. I pursue to listen with attention, empathy, and curiosity. I should let go of perceptions by listening for potential not problems. And summarise, reflect, reframe and clarify my thoughts as I listen to ensure that I didn't misinterpret the team member's words. Lastly, I feel like powerful questioning is the most challenging part of the peer coaching process. I need to improve and ask open-ended questions because powerful questions are critical in coaching.
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Learning is a continuous process, and there is no point in time in one's career where one can stop learning. Nowadays, people change jobs frequently, and changes occur in organisations due to technological advancements and changes necessitated by a crisis and pandemics. Increased flexibility, therefore, calls for high demands and a broad spectrum of skills. Mentoring and coaching are great for helping individuals learn new skills or enhance current skills while increasing their confidence. They both contribute to the development of individuals in the workplace, strengthen their relationships, raise awareness, support more effective problem solving, and increase insight into the individual's behaviour. With the necessary skills essential for building good relationships, mentors and coaches facilitate growth in a company. In conclusion, mentoring and coaching are learning interventions, not bolt-on solutions that magically boost an organisation's drive or stop a haemorrhaging staff turnover. Therefore, they should not be used as reactive interventions since they may mask the underlying problem rather than solve it. 
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