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EXECUTIVE SUMMARY

     This research aims to provide a critical analysis of the similarities and differences, as well as the value and role, of coaching and mentoring within a company.
The primary goals of this study are to provide a working definition of coaching and mentoring as well as to compare and contrast the two learning ideas and to think about the real and perceived advantages of each for businesses and their employees.
     The line manager's responsibility as a coach or mentor will be examined, along with its advantages and disadvantages.
Coaching and mentoring, and their role in developing resilience, adapting to change, and mitigating the effects of bad management on employees, will also be covered.
A personal growth plan and self-reflection will round out the report, allowing readers to grasp the topics practically. 
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INTRODUCTION

     This report has been made on Brynach’s Heffernan request and is due on 8th of December 2023, in order to critically analyse the similarities and the differences between coaching and mentoring, their importance, and role within an organisation.
The main focus will be on defining both learning concepts, draw similarities and differences, compare them but also to consider the tangible and intangible benefits of coaching and mentoring for both the employee and employer.
     The role of the line manager will be analysed with its benefits drawbacks as a coach or as a mentor.
Another area that will be discussed will be the role of coaching and mentoring in building resilience but also dealing with change and how poor management can impact the workforce.
The report will be finalising with a self reflection and a personal development plan to help individuals understand practically the concepts. 



Similarities and differences between coaching and mentoring

     The term "coaching" was first used in 1992 by John Whitmore in his book "Coaching for Performance" to describe the process of helping individuals become their best selves.
However, the contemporary interpretation of this concept began at Oxford University around 1830. Previously, according per the Online Etymology Dictionary, this term referred to a tutor who would assist a pupil in successfully completing an exam. (Where did coaching originate? 2021 )
     Organisations commonly utilise coaching as a regular management practise, integrating it into individual meetings and discussions about performance. 
Over time people have developed techniques called models, that can help individuals understand and use coaching easier in order to bust performance.
One of the models created is named GROW which stands for:
· Goal
· Current Reality
· Options (or Obstacles)
· Will (or Way Forward)
An effective approach to conceptualising the GROW Model is to consider it as a method for strategizing a journey. Initially, you determine the destination (the objective) and ascertain your present location (your current state). 
     Subsequently, you proceed to examine different pathways (the alternatives) that lead to your intended location. During the last phase, the establishment of determination, you guarantee your unwavering dedication to embarking on the journey and equip yourself to overcome any potential hurdles that may arise along the path.
Several alternatives exist to the GROW model.  The OSCAR model employs the following components to organise the coaching session:
OSCAR stands for:
· Outcome (What is the intended ultimate result of the coaching/mentoring intervention?)
· Situation: (Offers an update on the present circumstances. What is currently occurring? )
· Choice & Consequences: (Generate possible strategies that could facilitate the transition from the present circumstances to the desired result.)
· Action (Determine the most viable options for the next course of action.)
· Review (What methods will be used to assess progress?)
     The earliest reference to mentorship in recorded history can be traced back to Homer's Odyssey. Mentor, who is actually the Goddess Athene in disguise, guides Odysseus' son on a transformative voyage to ensure the stability of the Kingdom of Ithaca and cultivate a future ruler.
However, mentoring can be defined as the act of imparting one's knowledge, skills, and experience to facilitate the growth and development of another individual. This evolution may encompass both professional and personal aspects, as the current work/life balance often blurs the boundaries between the two.
By imparting mentor’s knowledge and experience, subordinates and peers can recognise its value. Additionally, mentees can perceive that the organisation is committed to investing in their professional development. (Viator 2001) 
Mentoring gives mentees a safe way to deal with issues at work by letting them talk about things that have an effect on their careers. On top of that, it offers psychosocial support at work, which helps mentees deal with unclear roles, role conflict, and perceived environmental instability better.
Mentoring and coaching, according to Douglas (1997), boost motivation and output while also enhancing a company's capacity for succession planning.
Feldman et al. (2013) observed that studies have shown that effective mentoring positively impacts individuals' career progression and job happiness, enhances teacher retention, and enhances academic production.
Academic mentoring is essential for two reasons: first, it helps professionals feel more confident in themselves, and second, it fosters a sense of community (Hobson, 2003).

SIMILARITIES AND DIFFERENCES 
     While both mentoring and coaching can help you reach your career goals, there are a few key differences between the two that you should be aware of.
One of them is the focus but also the timeline, the relationship, activities and purpose are differences between the two.
     As you can see there are many differences between them.
However, there are many similarities between coaching and mentoring as well:
· Both facilitate an individual's growth and progress.
· Both are founded on one-to-one relationships.
· Both operate most effectively when there is a strong personal connection between the two parties.
· Both often entail a sequence of consultations, spanning multiple months.
· Both entail interpersonal agreements, occasionally formalised as 'contracts' between the two parties.
· Both can be included into learning and development programmes.
     When using coaching and mentoring everyone should account that there are tangible and intangible benefits for both employer and employee.
Making it clear what changes you want to see in the workplace is an important part of any coaching plan, whether it's for a single client or co-workers in a company. And for some, this will mean a change in a real-world measure, like keeping employees, making more money, or being more productive. For some, the benefits are more intangible, like better relationships, teamwork, or resolving conflicts.

 THE LINE MANAGER AS A COACH AND THE NECESSARY SKILLS AND BEHAVIOUR

     One of your main jobs as a line manager is to help the people who work for you, grow. Coaching and mentoring are two of the best and most well-known ways to help other people grow. But how do they work best in a work team setting?
The simple words the role of a line manager is to become a coach.
     That being said, when we talk about coaching, we don't just mean the work that consultants do to help leaders improve their personal and professional skills. That work is important and sometimes necessary, but it's only there for a short time and is done by outsiders. The teaching we're talking about—the kind that makes an organization a real learning machine, happens all the time and is done by people inside the company. All managers should do this work with all of their employees all the time, in ways that help shape the culture of the organisation and move its goal forward. A good manager who also acts as a coach asks questions instead of giving answers, helps workers grow instead of telling them what to do, and supports them instead of judging them.
Empowering managers to act as coaches enhances performance outcomes, which, when combined across teams, results in a high-performing workforce. Coaches assist employees in identifying attainable objectives that align with the company's objectives and guide them on how to achieve those objectives.

     Managers who prioritise coaching assist team members in comprehending their prospects for internal mobility, which may involve engaging in diverse projects, seeking promotions, or making lateral transitions. Promoting such opportunities can incentivize individuals to develop their skills and advance within the organisation, hence minimising employee turnover and retaining valuable expertise within the company.
     In order to have the ability to understand and put into practice the coaching and mentoring models you need certain skills.
One that is considered one of the most powerful one is listening.
 As William Ury was saying, “listening is the missing half of communication.” Or that “Listening might be the golden key that opens the door of human relationship.” (William Ury. 2015)
Listening is not only used to understand what is been said, but most important is to understand what has not been said; for what is behind the words. Only by listening we can understand the underlying emotions, feelings and needs.
Another very important skill is questioning.
As David Clutterbuck was saying “question are powerful only if you use them in the right context”.
He was also developed an easy way to categorised them by using the acronym 
P-  personal (relates to you)
R- resident (it hits you emotional as well as intellectually )
R- reverberating (keeps coming back to “hunt you”)
I- innocent (solely for the benefit of the coachee )
E- explicit (very simple but very straight forward )
The role of coaching and mentoring in building resilience and dealing with change

    Resilience, as Ann S. M. Was saying, “is the capacity of a dynamic system to adapt successfully to disturbances that threaten system function, viability, or development of that system.” - (Ann S. Masten. Resilience in Development )
However, in Resilience and Mental Health, it was described as a defence mechanism, which enables people to thrive in the face of adversity, and improving resilience may be an important target for treatment and prophylaxis. ( Davydovac, Stewart, Ritchie, Chaudieu.)
Someone who is resilient has good coping mechanisms, can gather their resources, knows when to ask for support, and finds solutions to handle difficult situations. When faced with adversity, people who are mentally resilient draw on their resources and persevere.
     Something that is also very actual this days is change management.
The term "change management" refers to the comprehensive strategy employed by an organisation to transform its present condition into a more desirable future one through the use of a planned and organised approach in conjunction, with relevant stakeholders.
Change management is frequently necessary to assure the ongoing viability or business significance. The integration of change management and project management provides the greatest opportunity for achieving new outcomes and capabilities, effectively incorporating the change and facilitating the desired advantages.
     We are transitioning from a period of two years of pandemic lockdowns to a 'New Normal' characterised by unparalleled disruption and challenges that will profoundly alter our work practises.  James Davies, an employment attorney, released an article titled "The Eight Drivers of Change" in Autumn 2021, which explores the future of work.
Covid-19 is a fresh occurrence that may have caught most people off guard, yet its causes: The future of work has been shaped by fundamental causes such as demographics, globalisation the role of the state, migration, and social trends. Additionally, the impact of technology and environmental sustainability has further accelerated these changes.
     The drivers of change James was talking are as follow:
-  technology, Covid- 19, globalisation, demographics, social trend, role of the state, sustainability and migration.
A growing number of professionals are expressing a strong desire for increased flexibility in their work arrangements. Specifically, they seek the ability to work remotely or adopt a hybrid work model. Employers must adapt in order to retain their skilled workforce. Individuals require a feeling of inclusion and firms are adapting their workplaces to cultivate camaraderie and a sense of unity among employees.
When your organisation is on the edge of a significant transformation, it is effortless to become engrossed in the commotion. Amidst all this enthusiasm, it is possible to overlook the dangers of proceeding too hastily.
Specifically, if you are progressing at such a rapid pace that you neglect to consider the human aspect of change, even the most well-designed strategies and the most advanced software may cause your firm to fall behind. To clarify, the repercussions of inadequate change management are of significant concern. These factors encompass, but are not restricted to, increased expenses, extended periods of inactivity, and delayed achievement of advantages.
Self reflection
     Thales, the Greek philosopher, famously stated that self-knowledge is the most challenging aspect of existence. (According to him, the simplest task is providing advice to others.)
It is difficult to dispute that. We dedicate a greater amount of time to ourselves than to any other individual. However, our perceptions are frequently influenced by bias, exaggerated, or completely misguided. By engaging in self-reflection, we can attain a clearer understanding, leading to improved relationships, enhanced self-esteem, and increased success. (Silvia. 2020)
While reflecting on my performance as a coach from our peer exercise, I have realise, the complexity of a coach duties.
     Even though I had good evidence of using Max Landsberg’s instant pay off model I definitely could have said a little more about this.
After doing my researches, I understood the importance of utilising relevant questioning strategies and I was able to do so, throughout the whole exercise and I was also able to choose an interesting theme of confidence.
When someone needs to coach another person is not only important to understand their struggle but also need to have a good knowledge of questions power.
     Why are they so important some would say? Because they are opening the gate for the coachee to realise on his own what is exactly the problem they are confronting with, where they are in their journey but also what they need to do in order to reach their targets easily and bust work satisfaction.
Knowing all this I demonstrated appropriate use of Open, Probing and Closed questions, appropriate use of pauses, ask for permission to make suggestions to the coach if he was struggling with solutions and also clear questions and logical flow of elicit information.
On Cognitive and Intellectual Skills part I proved my ability to persist with the coachee’s theme, whilst demonstrating a creative and solutions- oriented mindset which for me was quite a challenge as I did not want my coachee to feel any pressure of any kind.
     Really enjoyed the encouraging language I had to use, the open body language, nods of head, murmurs of encouragement, appropriate energy level to match and mirror the coachee evidence of building rapport.
Personally I find these things, very important when having a conversation like this with someone as they are helping the other person to feel relaxed and also gain trust to talk about their struggle and emotions.
As Sai Blackbyrn was saying, empathy is essential in life coaching as it facilitates profound comprehension and bonding between the coach and the client. Empathy is the capacity to empathetically understand and accept another person's emotions and experiences without passing judgement. Life coaches foster empathy to establish a secure and encouraging atmosphere that enables clients to feel acknowledged and affirmed.( Sai Blackbyrn. 2023)
While working on my script and doing researches, I understood the importance of a coach ability to build rapport, communicate in a warm yet professional manner whilst conducting a coaching conversation. 
Even if was feeling not right in the biggining I understood the need of the coachee to do most of the talking and did the script in this manner as he had to come up with their own solutions.
Coaching has developed through time but is has been expanding at a fastest speed during pandemic when the world faces one of the biggest challenge in every domain.
     The efficacy of targeted coaching in supporting value leaders is now widely believed to be significantly higher compared to the pre-pandemic period.
 – see Appendices.



Conclusion

     In conclusion the report had demonstrated the similarities and differences between coaching and mentoring and also the importance of them in any organisation as this is the key to bust performance, work satisfaction and to ensure the growth of the organisation.
Line manager has a key role in performing these but only using the appropriate approach and get up to date with de coaching researches he can help his team.
Doing this, the line manager can help them also build resilience and help them deal with change whenever any change comes up.
     These being said, is clearly a line manager role is very important and should not be neglected but as previously said, kept up to date with all the researches and changes that can help in this direction.
Employees need a leader they would follow anywhere and without coaching sessions a manager will never establish a connections between him and his team.

Appendices

     The year 2020 witnessed a profound disruption caused by the COVID-19 pandemic. COVID had a significant impact on the methods by which individuals lead and coach.
Coaches and their customers were among the many working professionals whose lives were further complicated by the start of the COVID-19 pandemic in the United Kingdom, which caused extensive workplace disruption (CIPD, 2020) and added stress and worry to most people's lives (Tull et al., 2020; WHO, 2020).
Even while virtual practice is already prevalent—up to 70% of coaching was done via phone or video pre-pandemic (Sherpa Coaching Survey, 2020)—the UK government's stay-at-home orders in March 2020 abruptly and dramatically enforced virtual practice.
     Although the pandemic has mostly ended, it is still worthwhile to acquire the skills to effectively navigate through COVID-19 and other disturbances.
Several executives who had the opportunity to receive coaching during the pandemic achieved significant advancements in two areas and addressed one or more of four crucial matters.
1. How to find missing decision clarity during business instability.
2. How to share choices and implement strategies with remote and in-person colleagues.
3. The necessity to comprehend and empathise with their people's needs.
4. How to personally and corporately address the critical need for true equity and inclusion.
Previously, group coaching was seen as the most cost-effective option, but leaders no longer hold this belief.
Organisational coaching leaders acknowledge that providing coaching to a group of persons simultaneously results in the same amount of coaching activity at a reduced cost. However, the value obtained from this approach is not equivalent.
      Compared to group coaching, senior leaders are twice as likely to value one-on-one coaching, and nearly half of those leaders feel that this type of engagement would be the most beneficial to them.
[bookmark: _GoBack]Trying to take care of their employee’s wellbeing, most of the companies increased their coaching frequency and made sure people are getting the support they need which took coaching at another level in this pandemic time.
Personal development plan
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

	

Learn what is the role of a coach
	Attend the classes
Ask questions in order to clearly understand what it’s been said.
Opened to learn new things, think out of the box and do things out of my comfort zone.
	I will need all my lectures but also I need to supplement with extra researches
	I will find this learning process successful when I will be confident I can put in practice all the information I gathered.
	My target completion would be the end of academic year.

	


Learn how to manage my own feelings and get to focus on the coachee and what he needs to do on its own terms.
Learn how to help him understand his problem by using the right tactics.


	


Learn all the information given during the lectures but also supplement with my own researches and 
	


Extra time doing researches, but also different trainings and courses that can help me improve
	


Being able to read between the lines and understand the problem of the coachee but also stimulate him to talk and like this to find answer in my questions

	


My target completion would be the end of academic year.

	Learn how to be a good coach in order to help my team grow and improve performance but also their work satisfaction.





	Learn the importance of listening but also learn what, when, and how to ask the right questions in order to help the coachee realise what their problem is, where they are in their journey and also how they can solve the problems and achieve their goals.
	My lectures but also courses trainings and researches that are analysing coaching and mentoring in organisational performance.
	Being confident I gathered enough information and I can easily use them in my coach/mentor role.
	My target completion would be the end of academic year.
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