


Executive Summary 
Some Key Statistics and benefits from the report about Coaching and mentoring.
Just over third (34%) of organisations have increased coaching and mentoring efforts since the pandemic, recognising the need of employee support during the turbulent time in the US alone 81% of its population suffered mental stress during the pandemic leading to the rise in demand of coaches. Recent studies revealed that 70% of entrepreneur’s using leadership coaching saw better long-term results, and 57% of people using coaching for development saw a positive impact on time management, and that almost 63% of organisations offering performance coaching saw an increase in income and revenue growth, (evercoach,2022). An ICF study found that tangible benefits for an organisation using coaching and mentoring were, work performance improved by 70%, business management by 61% and time management by 57%, the study also revealed that the intangible benefits were that self-confidence improved by 80%, relationships by 73%, communications by 72% and work life balance by 67%, (Johnson,2022).
Benefits for Organisations 
1. Employee Engagement
2. More time for management
3. Can Improve Culture and organisational change
4. Better return of investment reducing the costs of training and development
Benefits for Employees
1. Improves their productivity, performance and development
2. More effective learning
3. Improves relationships
evidence from the report have indicated that the line manager is generally not used as a coach or mentor, due to the strong focus of their work on managing individual employees, often in relatively low skilled jobs. As a result of this, whilst the line manager in theory works closely with employees and can provide them with on-the-job coaching, the nature of their relationship makes strong coaching and mentoring bonds difficult to form, as the line manager must command and control the employee in a task focused manner. At the same time, the line manager is often a low level managerial employee, and thus may lack the skills needed to deliver strong coaching and mentoring interventions. With regards to the role of coaching and mentoring in building resilience and dealing with change, this covers coaching and mentoring at all levels of the business. In particular, coaching and mentoring can be used to improve the ability of managers and leaders to implement and manage change, whilst also making employees more resilient during any change process. This is shown in the case of the COVID-19 pandemic, where specific and focused coaching has been keen to the success of organisations and employees in high pressure jobs.

Coaching and mentoring blended with other learning methods are highly beneficial to organisations, with the statistics evidencing the ROI for organisations. Although whilst the findings in this report show more benefits to an organisation it should not be overlooked that should implementation of coaching and mentoring be done poorly the results could be costly with poor results for employees’ development. Models such as GROW and Langsberg prove to be effective in providing structure and planning in the processes and can assist in ensuring coaching and mentoring are done successfully. 
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[bookmark: _Toc121444096]1.0 Introduction
In Todays’ challenging environment and the recent pandemic covid19, many organisations consider coaching and mentoring highly important to ensure the support of employees, with the challenging restrictions and new procedures, the pandemic brought with it increased workloads, burnout, and significant increase in mental health problems, with employees needing higher levels of support, with employee’s wellbeing top of the list. 
Just over third (34%) of organisations have increased coaching and mentoring efforts since the pandemic, recognising the need of employee support during the turbulent times, (Hr.com,2022), in the US alone 81% of it’s population suffered mental stress during the pandemic leading to the rise in demand of coaches. Recent study revealed that 70% of entrepreneur’s using leadership coaching saw better long-term results, and 57% of people using coaching for development saw a positive impact on time management, and that almost 63% of organisations offering performance coaching saw an increase in income and revenue growth, (evercoach,2022).
This report will investigate coaching and mentoring, evaluating similarities and differences between the two, tangible and intangible benefits, critically evaluate the line manager as a coach/mentor, assessment of necessary skills and behaviours, critique the role of coaching and mentoring in building resilience and dealing with change, lastly it will reflect on a personal peer coaching exercise, from reflection create a PDP plan for the areas in need of developing.  Research for this report were sourced from a broad range of academic resources, textbooks, websites, articles, and research papers.
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[bookmark: _Toc121444098]2.1 Coaching and Mentoring are they the same?
Coaching according to David Clutterbuck 1998, (Institute of coaching,2021) is a pragmatic approach, helping people manage their acquisition or improvement of skills, suggesting that it can either be directive or non-directive, ICF (2022), define coaching as partnering with people through a process of creative thought provoking, in order to inspire them to maximise their potential. 
Coaching within the workplace helps a coachee develop their skills, supports changes in their career, improves job performance, increases motivation, and helps with their goal setting. Using models as a framework can help have a process in mind to prepare and have a structure to the coaching session, helping the coach plan and prepare their session more efficiently. The GROW model is the most recognised, and widely used model there are number of other models such as OSCAR, DISC and for less experienced coaches the Langsberg model ‘instant payoff’ is effective when you don’t have the time or experience in coaching, (Miller,2022).
Mentoring according to CIPD (2021) is a mentor sharing knowledge and experience with an individual, supporting and helping develop that individual, Crawford (2010) describes mentoring as a developmental partnership, sharing knowledge and skills, encouraging professional development and personal growth, and Murray (2002) defining it as the mentor being skilled and experienced sharing that knowledge and skill with an individual with lesser knowledge and skill in order for them to develop and grow specific competencies.

According to Parsloe et al. (2017), although there are many similarities in coaching and mentoring, there are some essential differences. Mentoring is about offering advice and experience, coaching is about asking questions to an individual for them to think for themselves, mentoring being more directive whereas coaching more non-directive, for example in a meeting with an employee a Mentor will likely do most of the talking whilst a coach would speak less asking purposeful questions for the coachee to do most of the talking, (PushFar,2021).
A great quote defining differences “A coach has some great questions for your answers, a mentor has some great answers for your questions”.
Similarities, both seek to enhance an individual’s skills and knowledge and rely on relationship building, both require skills of self-awareness/discipline, empathy, active listening, and the ability to feedback. Some key differences, a coach’s approach is more goal driven, on a shorter-term basis with set goals and objectives structured and set times, whereas a mentor takes a more holistic approach, is longer termed with fluidity to outcomes, not such set times more of a check in when needed, stepping back when required less but remain available to an individual, (Miller,2022). According to CIPD, (2021) other learning methods such as job shadowing and job rotation are useful to support  an individual in a new role helping them develop the new skills and competencies for the new role, whilst these examples are beneficial,  coaching and mentoring take it to a higher level, these styles concentrate more on transferring specific knowledge and skills, whereas a coach for example is more a facilitator for the individual to improve their own performance, knowledge and skills.

An ICF study found that tangible benefits for an organisation using coaching and mentoring were, work performance improved by 70%, business management by 61% and time management by 57%, the study also revealed that the intangible benefits were that self-confidence improved by 80%, relationships by 73%, communications by 72% and work life balance by 67%, (Johnson,2022).
Examples of benefits for an employee are, improves their productivity, performance, and development, more effective learning and improves relationships. For the organisation, benefits are employee engagement, more time for management, can improve culture and organisational change, better return of investment resulting in reducing costs of training and development, (miller,2022).

[bookmark: _Toc121444099]2.2 Critique of a line manager as a coach/Mentor, and assessment of the necessary skills and behaviours.
The line manager has the potential to blend multiple aspects of management and human resources process. The first role of the line manager is to be a manager of the workers directly beneath them, especially in the industries where line managers are common, and jobs are relatively low skilled in nature. Particularly relating to the process of determining resourcing, planning activities, commanding individuals, and exerting control over them, in line with Fayol’s seminal theory of management (Noe et al, 2014). The line manager is the individual to exert the most control directly over employees, through their supervisory role, this becomes a dominant aspect of the role. Line managers have the potential to be leaders, using techniques and attributes such as charisma, transactional approaches, and a transformational style to motivate and inspire their followers. However, the line manager is generally at a very low level of managerial seniority, implying they will lack either experience or skills relative to their seniors, and thus their leadership potential is limited (Torrington et al, 2011). Similarly, line managers have the potential to act as coaches and mentors to the individuals they oversee, particularly coaching them in important workplace skills and providing on the job training, as well as potentially mentoring them in terms of their career trajectory and relevant behaviours. Making for a complex and challenging role that requires multiple competencies and abilities to be discharged fully.
Main benefits of line managers as coaches and mentors, they focus on their high level of interactions with their mentees, and their knowledge of the work being done. This links to the general roles of coaching as a broad overall process of providing individuals with development support and training, combined with mentoring offering a more in-depth approach to working with an individual, building a deeper bond (Ibarra and Scoular, 2019). Line managers work with their employees daily, often cooperating closely to complete important tasks. Giving many more opportunities to provide development support and build the deep mentoring bonds that deliver maximum value and outcomes for both parties. Unfortunately, this close relationship and the managerial focus of the line manager can also limit the overall value of the process. Line managers need to focus on controlling their employees and directing them on an ongoing basis, often with limited discretion around reward and low levels of ability to respond to complex employee demands. This has been shown to limit the ability of a line manager to build strong relationships with their employees as well as challenges around creating positive exchanges and fulfilling working conditions (Northhouse, 2010). limiting the potential for line managers to develop the deep bonds needed to deliver strong coaching outcomes.
There are important skills and behaviours needed for success as a coach and mentor, including the ability to understand and put into practice relevant coaching models, and the possession of these skills can further limit the role of the line manager as a coach. Coaching models like the GROW and OSCAR models are stage-based models, and iterative through the review and commitment processes. This in turn places a significant reliance on the willingness and ability of an individual to spend time and effort on teaching and coaching, which many line managers may not be willing or able to do, considering their existing job demands (Peterson et al, 2012). These models require important skills around understanding and showing awareness of the nature of the coaching situation, including current reality, available options, and potential choices. This in turn requires effective coaches and mentors to be able to understand the wider situation and manage the cognitive and emotional processes of the mentee to drive desirable changes in behaviour, and to accomplish their overall goals (De Vries and Korotov, 2007). These are complex and challenging skills to develop and display and may be beyond the scope of competencies and abilities expected of a line manager in many industries.

[bookmark: _Toc121444100]2.3 Analysis of the role of coaching and mentoring in building resilience and dealing with change.
The concept of resilience focuses heavily on the ability of entities, including individuals and organisations, to cope with adversity and crises. This in turn tends to focus on the ability of these entities to develop the ability to deal with unexpected events, including resisting their impacts but also learning and adapting to them, thus shifting focus away from traditional business and personal capabilities around efficiency and routine (Bhamra, 2015). Resilience also requires a strong consideration of the extent to which entities depend on external parties. These external parties, such as suppliers or customers for a business or friends and family for an individual, can provide resilience, but may also create issues if they become unavailable or are too heavily relied on. In contrast, change management is defined as the process of managing a movement from the current and undesirable situation to a future and more desirable one (Burnes, 2017). The individual or organisation needs to be able to understand what change is needed and chart a path from the present state to the desired future and manage the relevant barriers and issues they may encounter along the way.
With regards to the existing and emerging drivers of change in the workplace, and how poorly managed change can impact the workforce, these drivers are numerous. They include large scale factors such as climate change, price inflation, globalisation, the rise of the digital economy and emerging technologies such as artificial intelligence. They also include smaller forces within the workplace, such as changing in skills, shifts in customer demand and other factors which can combine to ‘tip’ an organisation into a change process, potentially without significant warning or time to prepare (Hales, 2005). As a result of this, poorly managed change can occur without warning and impact the workforce in several ways. Firstly, poorly managed change may create uncertainty and concern amongst employees, harming morale and damaging motivation, it may leave the workforce unsure around what their role in the process is, and their performance may fall as a result, could trigger employee resistance, making any change harder to accomplish and increasing the amount of time and effort required to manage said change (Kim and Mauborgne, 2003).
Building resilience, through coaching and mentoring has been shown to help the workforce deal with change. Particularly relevant for coaching and mentoring at the executive and leadership level. In this regard, Grant (2014) argues that executive coaching is very valuable in helping leaders develop the appropriate behavioural and psychological skills to manage a change process, improving organisational performance and making change easier to sell to the workforce, with lower levels of negative impacts on morale and performance. Wider coaching and mentoring can help employees to develop their skills and abilities. This can make the workforce feel more confident and certain in their ability to deal with change, even unexpected change, thus enhancing their performance and resilience and meaning that they require less direct management through the change process (Grant et al, 2009). As such, a combination of top-level executive coaching and mentoring, and lower-level coaching and mentoring to the wider workforce, can in theory help the entire organisation become more resilient and deal better with change.
The value of such coaching and mentoring is particularly valuable during periods of significant change and uncertainty, such as the recent COVID-19 pandemic, and for employees in high pressure jobs where threats to resilience are already high. For example, Rosen et al (2022) show how coaching and mentoring was implemented at an academic hospital in Toronto in April 2020, providing psychosocial support to healthcare employees. Evidence from this study indicated that coaching was key to supporting individuals in managing the healthcare challenges posed by COVID-19, but also helped individuals to manage their busy work schedules, balance role tensions around emergency and ongoing care, and continue to work without experiencing burnout from the constant pressure. Similarly, another study showed the positive effect of specific resilience coaching on the coping strategies of workers at the Kavir Steel Complex in Iran during the COVID-19 pandemic (Amiri et al, 2022). Results of this study showed that the specific resilience coaching provided was effective at increasing the application of problem-oriented coping strategies and decreasing application of emotion-oriented coping strategies, thus building higher levels of resilience among the personnel.

[bookmark: _Toc121444101]2.4 Reflection on Peer coaching exercise.
Using Kolb’s Cycle to reflect upon my first coaching session, my first experience was pleasantly surprising delivering a good first coaching session. The Instant payoff model was a great tool to use given I had no experience this model was great for me as an inexperienced coach. The lansdsberg model helped me prepare a step-by-step approach to the session, feeling confident in the questions I had prepared, preparation and planning was key to my confidence. I recognised that I’m a good listener, have the ability in encouraging the coachee to do most of the talking, although at times a little too much, I can stay focused and engaged throughout, demonstrating the ability to build a good rapport and stimulate the coachee to come up with their own solutions to problems, used encouraging language and warm, open body language.  Overall, I was really pleased, however I’m aware that the scenario used was more about being empathetic and encouraging to the coachee, that not all scenarios are the same, I would need to continually learn and develop for all kinds of scenarios, for example dealing with conflict, poor performance etc.   From this report I will take some key skills and behaviours for being an effective coach/mentor. Enclosed in appendices is the start of my PDP plan to continue to develop in the skills required continuing to add and develop as I gain more experience. Whilst the instant pay-off model was a great tool I need to familiarise myself with the growth model given it’s the most widely used within organisations as it goes into a lot more depth.





[bookmark: _Toc121444102]3.0 Conclusion

It’s hard not to conclude that Coaching and Mentoring blended with other learning methods are highly beneficial to organisations, with the statistics evidencing the ROI for organisations. Although whilst the findings in this report show more benefits to an organisation it should not be overlooked that should implementation of coaching and mentoring be done poorly the results could be costly with poor results for employees’ development. Models such as GROW and Langsberg prove to be effective in providing structure and planning in the processes and can assist in ensuring coaching and mentoring are done successfully. 
The challenges of current times such as the pandemic, economic challenges faced today, it would seem more important than ever for employers to have the support of Coaches and Mentors.
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Objective/Area of Development
	Measure
	Priority
	Support and Development.
Internal/External
	Review Dates
	Other comments

	
Continue to develop communication skills 

	Reading resources online resources 
	 Medium
	 External research online and books on effective communicatiom
	 
Ongoing 
	

	Further my knowledge on Coaching Models 


	Online research 
Observe how other coaches use the models
	 High
	Internal 
Shadowing coaches and mentors
External 
Online learning 
	 
ongoing
	 

	Develop my skills in Dealing with conflict

	 Online course 
	medium 
	 External 
At home online learning free course
	 
	 Admin to give link to course

	
 Research further on skills in building rapport and resilience
	 Employee research
	 Low
	 External 
Online/library
	 ongoing
	 

	
Self-assessment plan
 
	 Employee to write
	 Low
	 Internal
	 ongoing
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