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1. [bookmark: _Toc130561596]Introduction
This assessment is looking to evaluate the importance of coaching and mentoring in an organization. To identify this, coaching and mentoring will be separately discussed to identify the particularities of each of them. After they have been analysed, their similarities and differences will also be evaluated. Other styles of help will be also briefly introduced and analysed to identify if they are more applicable than the coaching and mentoring. Then, the benefits of coaching and mentoring will also be highlighted. 
After the basis of the report has been established, the report will incorporate more specific situations. One of them will be represented by the situation where the line manager must fulfill coach and mentor duties as well, with a particular interest in the skills required to be able to fulfill both roles. Then, the report will also assess the importance of coaching and mentoring in change and resilience. 
The third part of the report will consist of a personal reflection on the first assessment which has been the role of the coach in a created scenario.
2. [bookmark: _Toc130561597]Main findings
2.1. [bookmark: _Toc130561598]Coaching
Coaching is an activity in which the coach uses his knowledge to help the coachee solve a problem or improve (Castillo-Ramsey, 2011). Coaching is a technique used to achieve specific goals and is used to improve people’s behavior at the workplace, performance, judgement, or activities (Castillo-Ramsey, 2011). The coach assists the employee with discussion or guided activities, and often asks questions that will make the employee identify the problem and the solution himself (Castillo-Ramsey, 2011). Coaching is used as a single solution to a single problem, and it is conducted only when necessary (Díaz Chica, Cortés Pascual, and Serra Mercé, 2020). 
Based on the type of problem that the company has, three models can be applied by the coach. The first model is known as the GROW model (Law, 2021). This model is mainly used to motivate the employees, increase their performance, and increase the overall productivity of the company, because it has a simple structure of identifying the goals, the risks that stand between the employees and the goal achievement, solutions to the risks, as well as a clear set of actions to be considered (Law, 2021). 
The second model used by coaches in organizations is the OSCAR model. Compared with the GROW model, the OSCAR model is only used when companies want to give more freedom to the employees to make their own decisions, but the coach will provide support and guidance at every step (OpenLearn, 2021). 
Finally, the third model used by coaches is the Instant Pay Off model. Like its name, this model is used when companies are expecting an instant solution that will solve the current issue. For this model, the coach needs to provide clear indication, because this model is mainly used when there is no time left to act (OpenLearn, 2021). 
The skills needed by a coach are communication skills, active listening, presentation skills, as well as all the other skills that the employees need to develop (Steffen et al., 2020). At the same time, the coach can be internal or external (Steffen et al., 2020). The internal coach is part of the company, where the external coach is not, but is hired to help with a specific problem (Steffen et al., 2020). However, using an external coach is not so common in the business world (Steffen et al., 2020). This is because companies rely more on their own high performing staff to teach others, and other challenges such as budget or privacy are stopping companies from bringing external help (Steffen et al., 2020). 
An example of coaching can be when a person is constantly behind schedule with the work (Smith, 2017). A coach can help this person by teaching how to develop time management and how to learn to prioritize the work (Smith, 2017). Once the employee is able to stay on track, the coaching will be considered successful (Smith, 2017). 
2.2. [bookmark: _Toc130561599]Mentoring
Mentoring in a deeper type of relationship between the mentor and the mentee, where the mentor is committed to teach the mentee all the learning that he has, and to help the mentee grow (Cranwell-Ward, Bossons, and Gover, 2004). The mentor and the mentee are developing a relationship based on trust and mutual respect, and the mentee is trying to assimilate all the teachings of the mentor (Cranwell-Ward, Bossons, and Gover, 2004). Mentoring is a long-term process (Cranwell-Ward, Bossons, and Gover, 2004). The mentor takes all the time to ensure that the mentee is able to perform the job above expectations (Cranwell-Ward, Bossons, and Gover, 2004). Situations in which mentorship can be found are when an employee is resigning and a new joiner must be trained, when a promotion took place, and a handover must be made or when a change has happened in the process (Cranwell-Ward, Bossons, and Gover, 2004). 
The mentor must have as many general skills as the coach, but it must be very well prepared and have significant knowledge over the job itself (Marquardt and Loan, 2006). However, in order to be able to teach someone else, the mentor must also be able to have communication skills (Marquardt and Loan, 2006). At the same time, there is only one type of mentor, which is internal, due to the characteristics of mentorship (Marquardt and Loan, 2006). 
2.3. [bookmark: _Toc130561600]Similarities and Differences between coaching and mentoring
Both coaching and mentoring are encouraging workplace growth (Tee and Passmore, 2022). However, the coaching is focused more on personal growth while mentoring is all about job related growth (Tee and Passmore, 2022). To be a coach is considered to be an ability, due to the high level of skills that one must possess (Tee and Passmore, 2022). However, to be a mentor is not that difficult, but the mentor must be very well aware of the job responsibilities and ensure that those are clearly transmitted to the mentee (Tee and Passmore, 2022).  


2.4. [bookmark: _Toc130561601]Other helping styles 
Literature shows that there are other helping styles that can be used in companies (Westergaard, 2017). For example, guiding is a helping style that involves leading the employees in the right direction, without directly interfering in their process (Westergaard, 2017). This is more useful in order to let employees have no responsibilities and start to be sure of their own decisions (Westergaard, 2017). Another type of helping style is the counselling. This is usually done in order to make people know themselves (Piggot-Irvine and Biggs, 2020). At the workplace though, counselling is mainly used to help employees navigate change or deal with workplace stress (Piggot-Irvine and Biggs, 2020). Finally, there is also a third type of helping style, which is the known as networking. Networking is widely promoted in order to build a sense of team at the workplace and collaboration (Miller, 2022; Mukherjee, 2022). 
2.5. [bookmark: _Toc130561602]Benefits of coaching and mentoring
Coaching and mentoring have multiple benefits for the companies, this is the reason why companies often organise coaching or mentoring meetings for the employees (Passmore and Lai, 2019). These benefits can be split in two types: tangible and intangible (Passmore and Lai, 2019). Researchers have pointed out the tangible benefits of the coaching and mentoring (Passmore and Lai, 2019). The main tangible benefits are the productivity, which can increase significantly following coaching and mentoring meetings (Passmore and Lai, 2019). Another tangible benefit is the quality of the works following coaching and mentoring services (Passmore and Lai, 2019). At the same time, the tangible benefits seems to be the tangible goals that are the reason for coaching and mentoring (Passmore and Lai, 2019). 
The intangible benefits can be as well the initial goals of the coaching and mentoring meeting (Passmore and Lai, 2019). However, to give a few examples, the intangible benefits are increased confidence, improved personal life and work life balance, stress reduction or better communication (Passmore and Lai, 2019). 

2.6. [bookmark: _Toc130561603]Line Manager in the roles of coach and mentor
The Line Manager is the main responsible for the productivity of the employees (Gilley and Gilley, 2007). What is not very known is the fact that a line manager must often enter the role of a coach (Gilley and Gilley, 2007) or the role of a mentor (Marquardt and Loan,2006). That is for two main reasons. One reason is because he wants to support and motivate its employees, so he is doing different coaching or mentoring with them so that they can perform better (Gilley and Gilley, 2007). The other reason is the fact that the company is not investing in external help from an external coach, and the line manager must fulfil this role, along with his other role responsibilities (Gilley and Gilley, 2007). A concern often raised about line managers as coaches or mentors is the lack of skills required (Gilley and Gilley, 2007). It is also argued that mentorship is often easier that coaching because mentorship means to teach someone the job processes and systems (Marquardt and Loan,2006), while coaching is focusing more on developing certain skills (Gilley and Gilley, 2007). 
Moreover, there are opinions that consider the Line Manager to not be suitable to be a coach, especially due to the lack of skills (Gilley and Gilley, 2007). However, if the company insists on making the Line Manager a coach as well, they must provide mandatory preparation and support to successfully fulfil this role (Gilley and Gilley, 2007). 
2.7. [bookmark: _Toc130561604]Impacts of coaching and mentoring over change and resilience in an organisation
The ability to overcome difficulties is often known as resilience, while change is often identified as a difficulty or challenge within a company (Carnall, 2007). Both are very common in organisations (Carnall, 2007), and change can happen because of improvements, and more often than not, change is not negative, but a necessary step towards organisation growth (Carnall, 2007). Given this, companies are often finding themselves teaching people how to adapt to the change (Boyatzis, Smith, and Van Oosten, 2019). Usually, if it is a process change or an activity that must be change, companies rely on mentoring to help employees assimilate the information needed to implement the change (Carnall, 2007). On the other hand, if a change can negatively impact the employees, then coaching is the one needed to be implemented by the company (Boyatzis, Smith, and Van Oosten, 2019). This is to help ease the employees, but to also make them build or develop resilience (Boyatzis, Smith, and Van Oosten, 2019). 
Therefore, coaching and mentoring are both extremely important and advised to be used when a company goes through a change, as they both can make the process easier (Carnall, 2007). 
3. [bookmark: _Toc130561605]Personal reflection and Personal Development Plan
For my personal reflection on my performance, I will use Kolb’s Learning Cycle (Vince, 2022). My concrete learning was that I had to create a scenario for a role play where I needed to be a coach and to identify a situation that is always happening at the workplace. Based on the feedback received, I believe that I could have done better. My reflective observation is the fact that I was way too nervous, and I thought I will not be able to remember all the lines, so I have used a paper with notes. At the same time, in the first practical exercise, I was not able to fit in the 10-minute allowance, I was around 8 minutes. However, after taking the feedback on board, I was able to reach the time target during the actual peer exercise. At the same time, I am confident that the information transmitted through my presentation were correct, and I have asked lots of questions. However, I must acknowledge the fact that my presentation skills lacked, so I need to develop those for future presentations. The abstract conceptualisation also re-iterates the fact that, on paper, my presentation was great, however I struggle with public speaking, and I need to develop that in the future. As for experimentation, I must work harder to get over my fear of public speaking and to further develop my presentations skills. 


My Personal Development Plan is as below:
	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 will be?
	Target dates for review and completion

	Get rid of the fear of public speaking
	I need to look at tutorials on how to speak in public and to try all the advice.
	Internet to watch tutorials, and a public to confirm that I am able to speak in public
	When I will be able to speak in public without emotions or speaker notes
	The next presentation which I believe will be the next semester.





4. [bookmark: _Toc130561606]Conclusion
Coaching and mentoring have shown multiple benefits for companies. However, it can be concluded that companies must chose the coach or de mentor very well, to ensure that the goals will be achieved. This is mandatory because coaching and mentoring can have amazing results if they are done correctly. 
At the same time, I believe that being a coach is very difficult. Even though I managed to complete the peer exercise, I still struggled with public speaking. Nevertheless, I have included the public speaking in my personal development plan. 
In conclusion, coaching and mentoring are very different, but both are extremely important and can help companies build a more resilient workforce and to adapt easier to changes. 
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