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[bookmark: _Toc121754054]Executive summary
Nowadays, coaching and mentoring have become more important, since it helps organisations to improve its revenue and enhance employee performance, however there is a slightly difference between coaching and mentoring, the first one focuses  on teaching the coachee how to achieve more, mentoring instead is a resource for the coachee, from whom he can learn. Furthermore, a benefit according to, Labin (2017) is that mentoring offers a learning environment that is more durable than many training alternatives, since it is centred on relationships between individuals instead of events.
Furthermore, comparing the Tao of coaching with GROW and OSCAR. The Tao model is utilized to establish the appropriate leadership strategy for a particular employee. On the other hand, Smith (2021) states that GROW it is effective for resolving technical issues, determining procedures, formulating plans, and mediating relationships, among other things. However, Mulder (2019), state that The OSCAR Model is a solution-oriented approach to coaching and is not intended to identify the origins of certain behaviours, fear, or failure. Furthermore, according to Cox, Bachkirova and Clutterbuck (2014), the following behaviours are shared by managers who have developed effective coaches: A willingness to assist others, lower need for control, empathy when interacting with other people, openness to personal growth and the acceptance of feedback, strict adherence to standards, strong motivation to aid in the professional growth of others. Additionally, (ACAS, 2016), states that a manager should become more self-aware and socially aware to better comprehend his team members. Furthermore, resilience plays an important role in organisations, according to, Bonnano(2005) and Masten et al. 1991, who claim that resilience is the capacity to adjust well to life difficulties with a temporary decline in performing. The current driver of change in the workplace is the complexity of the company's environment, such as the prominent levels of interaction and integration between information, frameworks, methods, and performance standards inside the organisation and between its suppliers and customers. Digital disruption, expanding demographics, and evolving consumer requirements are putting greater pressure on companies. Change that is not adequately planned may be expensive in several ways. Such as, an increase in sick rates, as employees are more likely to call sick during change management. It is very important nowadays to spend time and resources in coaching sessions and change management. 
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[bookmark: _Toc121754055]1.0 Introduction
The purpose of this research is to compare the TAO coaching model with GROW and OSCAR coaching models, and to discuss the significance of coaching and mentoring, as well the importance of resilience and change management. In addition, a reflection on a peer exercise has been completed using Kolb cycle, and a Personal Development Plan employing the SMART approach has been implemented to enhance the coach's weaknesses. Additionally, for this report various sources have been used, such as websites, articles, e-books, books, and journals.
[bookmark: _Toc121754056]Main findings
[bookmark: _Toc121754057]2.0 Coaching and mentoring definitions
[bookmark: _Toc121754058]Coaching
According to, MacLennan, (2017a) Coaching is the process of one person helping another to unlock their innate capacity to perform, gain knowledge, and succeed, to become more aware of the factors that affect performance, to feel more responsible for and ownership of their performance, to be able to coach themselves, and to find and remove personal obstacles to success. 
However, Bozer and Jones (2018), state that coaching is a method of acknowledgement and development that put the individual at the centre of the learning process. On the other hand, Passmore (2021), states that coaching assists individuals in defining their objectives, planning their actions, and achieving high professional and personal success. It helps individuals understand and work more effectively by increasing their awareness, sense of responsibility, self-assurance, and self-reliance. 
Landsberg (2015), adds that a coach's goal should be to improve their trainees' efficiency and capacity for growth. Coaching includes providing feedback, but also strategies like encouragement and effective questioning, and for a manager-coach, it requires recognising the coachee’ s willingness to perform a specific activity, in terms of the coachee’ s will and their talent.
According to, He (2022), a coach can help workers reintegrate after a break, such as maternity leave. Returning to work after a lengthy absence might be difficult. A coach may teach an employee business policies and processes, give a workplace overview, and introduce team members. Coaching helps people excel at work.
Styles of Coaching and mentoring
There are distinctive styles of coaching, according to (Ibarra and Scoular, 2019), and these are as follows.
· Directive – telling approach
· Laisses-faire – Leaves their team working alone productively.
· Nondirective- listening, questioning, and non-judgemental approach.
· Situational- All managers in a learning company should strive for proficiency in situational coaching, which, as its names imply, entails achieving a delicate balance between directive and nondirective techniques based on the circumstances.

[bookmark: _Toc121754059] Mentoring
In accordance with, Dziczkowski (2013), mentoring is beneficial for both the mentor and the mentee since it helps with career development, mental health, and personal growth.
Therefore, MacLennan (2017), states mentoring is the process of pairing an experienced professional with an up-and-coming one so that the latter may have access to their expertise, ask questions, gain insight into the organization's goals, and receive constructive feedback and advice for future growth.
On the other hand, Labin (2017) states that mentoring encourages diversity and inclusion by providing every person with the opportunity to benefit from a company's diversity.
An example of mentoring in practice could be an assigned shadow  who assist new recruits get orientated during their first two weeks on the job.
[bookmark: _Toc121754060]2.1 Similarities between coaching and mentoring.
According to Parsloe and Leedham (2017b), coaching and mentoring are conversations that follow a straightforward, but somewhat different four-stage approach to assist and support individuals in taking responsibility for their own development and transformation, and the principal goal of both discussions is either to enhance skills or performance, or to achieve personal potential and future aspirations. 
[bookmark: _Toc121754061]2.2 Differences between coaching and mentoring.
[bookmark: _Hlk120977265]Furthermore, MacLennan (2017b), states that the coach focuses on teaching the performer how to do more. Also, an excellent coach must possess the knowledge, technique, and skill to assist the performer in achieving their goals without attempting to dictate. Therefore, the mentor's purpose is to serve as a resource for the performer. In addition, the mentor possesses fundamental managing, training, and teaching abilities. 
Besides, according to O’Connell, Palmer and Williams (2013), mentoring has an informal and directive approach and coaching has a formal and non-directive approach, also mentoring has a long-term frame and coaching a short timeframe. Additionally, mentoring focus on sharing knowledge, as well, on innovation and accessibility of options for professional development and career promotion. Coaching, on the other hand, is more concerned with the progress being made toward the coachee’ s goals and offering a secure setting for the coachee’ s personal growth or performance on the job. 
Moreover, Thedham, (2018) states that coaching is the technique of assisting a person in solving their own difficulties via organised questioning, whereas mentoring acknowledges the skills of the mentor, who not only asks questions but may also support in developing by sharing their experience and knowledge.

[bookmark: _Toc121754062]2.3 Tangible and intangible benefits of coaching and mentoring to organisations
According to, Dr Susanne Knowles (2020), the following tangible benefits from Coaching to organization are observable and measurable, and can be positive or negative: 
· Increase in income 
· Growth in sales 
· An increase in the number of new clients 
· Reduction in staff turnover 
· Higher productivity 
· Fewer complaints
Another benefit according to, Labin (2017) mentoring offers a learning environment that is more durable than many training alternatives, since it is centred on relationships between individuals instead of events.
[bookmark: _Toc121754063]3.0 Comparing coaching and mentoring with GROW and OSCAR models.
[bookmark: _Hlk121742026]According to, Collins (2019)The Tao of coaching – Landsberg is based on two metrics: their level of Skill and their level of Will, is utilized to establish the appropriate leadership strategy for a particular employee. Will refers to motivation, whereas Skill relates to competence and experience. This model is used by managers to assess where each employee is and how could they utilize that to improve performance. 
On the other hand, the GROW model according to Wilson (2020), is the most used coaching model due to its flexibility and its structure. 
The GROW acronyms states for: 
· Goal - What is your objective in relation to this issue?
· Reality - What is driving you toward your objective?
· Option - What different kind of options do you have to achieve your goal?
· Will - Which options will you choose to act on?
Consequently, Smith (2021), states that GROW it is effective for resolving technical issues, determining procedures, formulating plans, and mediating relationships, among other things. 
However, Mulder (2019), state that The OSCAR Model is a solution-oriented approach to coaching and is not intended to identify the origins of certain behaviours, fear, or failure.
The OSCAR is an acronym for:
Outcome – Which desired outcome does the coachee expect from the coaching sessions?
Situation – What is the coachee’ s current situation?
Choices – What choices does the coachee make?
Actions- Which actions does the coachee conduct?
Review- How and when will the coachee review?
(Mulder, 2019)

[bookmark: _Toc121754064]3.1 Tangible and intangible benefits of coaching and mentoring to employer and employee.

Tangible benefits to employee from coaching and mentoring.
According to, Knowles (2021), employees that receive coaching have a greater understanding of their circumstances and needs. Due to the ability to communicate with someone who listens intently and cares about their lives. In addition, the coach does not critique them since he acts as a sounding board to assist people accept responsibility for their role in their circumstance. Another advantage is that they learn how to overcome issues independently.

Intangible benefits to employee from coaching mentoring.
According to, Knowles (2021), coaching intangible benefits are internal to the individual, and these benefits are only obvious when the employee express learning as moments, such as, an improvement in the confidence of being coached, enhanced communication, stronger connections with important stakeholders, professional progression, and a better work-life balance

[bookmark: _Toc121754065]4.0 The line manager as a Coach.
In line with, Chartered Institute of Personnel and Development (CIPD, 2022), the line manager play a key role in enhancing the team's health, wellness, and involvement. Greatest impact on an employee's work experience is a manager's behaviour and the culture they establish in their team. Through enhancing their management skills, managers could improve their personal well-being as well as that of their team, create better results for the organisation, and improve the welfare of their team.

[bookmark: _Toc121754066]4.1 Roles of the line manager 
Furthermore, according to, Muhammad et al., (2018), during coaching sessions, managers could decide to completely avoid their usual directing role in favour of a more conversational one to better assist their staff in locating the optimal answer. The employees may be asked a series of questions designed to increase their understanding of a variety of potential solutions to the issue at hand that is connected to their work.

[bookmark: _Toc121754067]4.2 Benefits and drawbacks of line manager as a coach.
One benefit of a line manager as a coach, according to, Flisinger(2014)  is that the relationship between employee and manager-as-coach is already established. On the other hand, Dziczkowski (2013b) states that if the mentor-mentee connection is not stable, mentoring can be problematic for both parties, which could happen due to poor selection of mentor or mentee or training of mentors.
However, Filsinger (2014), states that the disadvantage of being a line manager as a coach is that managers have less opportunity to watch the performance of their team and give feedback during casual conversations.

[bookmark: _Toc121754068]4.3 Skills and behaviour needed of a line manager as a coach.
Furthermore, according to Cox, Bachkirova and Clutterbuck (2014), the following behaviours are shared by managers who have developed effective coaches.
· [bookmark: _Hlk121742293]A willingness to assist others.
· A lower need for control.
· Empathy when interacting with other people.
· Openness to personal growth and the acceptance of feedback.
· Strict adherence to standards.
· A strong motivation to aid in the professional growth of others.
Additionally, (ACAS, 2016), states that a manager should become more self-aware and socially aware to better comprehend his team members. A manager who understands themselves and their team members is better equipped to establish positive working connections and choose how to lead their team in any given circumstance. 
The skills that a coach and mentor needs are as follows. 
· Listening
· Questioning
· Pausing
· Communication or rapport
· Using intuition
· Assertiveness
· Organisational
· Business acumen 
· Ethical awareness
· Compliant with regulations

[bookmark: _Toc121754069]5.0  Definitions resilience and change management.
 
According to, Crane (2017), the broad definition of resilience is provided by Bonnano (2005) and Masten et al. (1991), who claim that resilience is the capacity to adjust well to life difficulties with a temporary decline in performing.
Additionally, McCalman, Paton and Siebert (2015) states that change management is the process of navigating the intricacies of an organization's journey; it involves reviewing, planning, and executing the organization's operational, tactical, and strategic routes.
In accordance with, Miller and Proctor (2016), the increasing drivers of change in the workplace are as follows: competitiveness from industries, digital disruption, expanding demographics, and evolving consumer requirements are putting greater pressure on companies. Nevertheless, according to Franklin(2021), the current driver of change is the complexity of the company's environment, such as the prominent levels of interaction and integration between information, frameworks, methods, and performance standards inside the organisation and between its suppliers and customers. Furthermore, it is not possible to anticipate how one change will lead to more alteration.
Poorly management, can affect the workforce.
According to, (App.croneri.co.uk, 2022), negative effects of change might include lower morale, turnover and absenteeism or lower productivity, and even the disintegration of workplace relationships. Some workers may decide to leave. Change that is not adequately planned may be expensive in several ways. Such as, an increase in sick rates, as employees are more likely to call sick during change management. 

5.1 The role of coaching and mentoring in building resilience and change. 
According to, Smith (2017), self-efficacy, emotion management, impulse control, causality, realistic optimism, empathy, and "reach out" were identified as the seven most essential elements to build to increase resilience.
According to, Richardson (2021), the responsibilities’ that managers have are as follow: 
· Induction - Typically, line managers are accountable for the recruitment of new employees.
· Job rotation - Often, it is the responsibility of line managers to facilitate team members' rotation across various jobs as well as other departments.
· Informal coaching and mentoring - In addition to participating in formal programmes, line managers frequently give informal coaching and mentoring for their team members, such as a quick conversation during lunch time, or by the water-cooler. 
· Responsibility for promotions and career development - Line managers have a key role in proposing team members for promotions and creating development programmes for them. Line managers have the most in-depth understanding of a person's strengths and flaws.
· Provide formal training - Now, senior line managers oversee arranging formal training sessions. 
(Richardson, 2021)
Furthermore, during the pandemic, according to (Jarosz, 2021),  coaching enhanced the well-being and performance of managers and teams.
Another example comes from GPs, where the coaching sessions provides the staff with the chance to build adequate strategies to cope the elevated stress of working in general practise during a pandemic. (Richardson, 2022)
[bookmark: _Toc121754070]6.0 Peer coaching exercise 

In retrospect, I see that my experience as a coach has been a learning opportunity for self-improvement. Had the skills and behaviours required for the coach, I listen,  questioned, paused when needed, I have been offering suggestions and I build a relationship with the coachee. However, I was speaking way too quickly, giving the impression that I wanted to finish early. 
Furthermore, I used Kolb’s (2014),  experimental learning cycle which states that  continuous learning is typically viewed as an individual-led process of learning through actual life events. The cycle has four components.
Concrete experience - Fundamentally, learning by doing requires participation in the activity. 
During the role play as a coach I used Landsberg, Instant Pay Off coaching style, I asked the coachee to explain the current issue also I asked him to describe the intended goal, this question helped him emerging thoughts on the problem. Also, I asked questions about all the barrier or difficulty that he could have, and together we drew out options for possible next steps to agree upon strategy, methods and time to overcome the issue.
Reflective Observation - Taking a step back from the situation and strongly considering what happened. 
According to my observer, I used Open, Probing, and Closed Questions, made proper use of pauses, and requested permission to offer ideas to the coachee if he was unable to provide solutions.
Abstract Conceptualisation - The capacity to comprehend what has occurred and place it in the perspective of previous experiences and knowledge.
This was my first time assuming the role of a coach; previously, I had only read about the role.
Active Experimentation - Consider how this experience has changed your understanding and how it may impact your future practise.
Due to my inexperience, I tend to speak too quickly, creating the impression that I rush, therefore it is something I plan to work on in the future. On top of that, I have realised that learning to be a coach may benefit not just my professional but also my personal life.
(Moses et al., 2020)
Thus, I would like to conclude that, Instant Pay Off Model worked well for this coaching session because I performed all the necessary skills, such as building rapport with the coachee, asking pertinent questions, pausing to reflect on his answers, empathising with his situation, bringing him water, and so on. However, I spoke a little too quickly, which may have led the coachee to believe that I wanted to end the session early, this is one weakness that I must improve. Furthermore, according to Sword (2022) it is crucial for coaches and mentors to have effective communication skills so that they may share their mentee's personal ideas, emotions, or difficulties while not offending them. 
Moreover, there are few ways a coach can improve his communication skills, Ettington (2022) notes that rephrasing what the coachee has said and getting confirmation that this is what they meant is a good technique to increase communication between the two parties. According to, Knight (2016) I can assess my efficacy as a speaker and enhance my abilities through the simple exercise of recording a conversation and listening back to it and see where I could connect better with the coachee. 
Personal Development Plan
According to, (Lucidchart.com, 2019), both managers and employees may benefit from the PDP process by using it to jointly highlight problem areas, establish objectives, track development, and develop an action plan for success. I also created a PDP using SMART to improve my weakness and, estimate how long it would take me to reach my goal of becoming a coach and how much work would be involved. So, I know I need to work on my speaking abilities if I want to be a successful coach, and I plan to do so by practising, rephrasing, and learning more about communication skills over the next three months; however, I will need a degree to practise as a coach, which I expect to obtain in about seven months, after I finish my course. 
(Please see Appendix A, for further information)


[bookmark: _Toc121754071] 7.0 Conclusions

In conclusion, the Tao, GROW and OSCAR, are all three techniques that helps organisations to enhance their performance. Mentoring has an informal and directive approach and coaching has a formal and non-directive approach, also mentoring has a long-term frame and coaching a short timeframe. Furthermore, the line manager plays a key role in enhancing the team's health, wellness, and involvement. Through enhancing their management skills, managers could improve their personal well-being as well as that of their team, create better results for the organisation, and improve the welfare of their team. Furthermore, during coaching sessions, managers decide to completely avoid their usual directing role to bond better with the employee. One benefit of a line manager as a coach is that the relationship between employee and manager-as-coach is already established. Nevertheless, resilience and change management are important for organisations as the current driver of change is the complexity of the company's environment. Additionally, a manager should become more self-aware and socially aware to better comprehend his team members. A manager who understands themselves and their team members is better equipped to establish positive working connections and choose how to lead their team in any given circumstance.
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	Specific
	Measurable
	Achievable
	Realistic
	Time

	Improving speaking skills
	To be an effective coach.
	Rephrasing, Practicing, self-coaching. 
	It will increase my performance, and my effectiveness.
	3 months 

	Become a coach.
	Better pay, and a chance to help people.
	Within the next 7 months, I will have completed my degree.
	Hopefully until then I will enhance my speaking skills and I will be more effective as a coach. 
	7 months
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