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[bookmark: _Toc90392129]Executive Summary



Coaching and mentoring are development criteria that are based on the application of one-on-one conversations to facilitate one's skills, work performance, and knowledge. The distinctions between the two concepts can be drawn. However, the two terms are often used interchangeably in practice. The objective of this paper is to critically evaluate the similarities and differences between coaching and mentoring and how the two concepts compare with counseling and guidance. The paper also looks at how an employer and employee benefit from coaching and mentoring. A carping evaluation is also done on the necessary skills required by a line manager and the role of coaching and mentoring in building resilience and dealing with change. The paper also evaluates my performance in the peer coaching exercise and concludes the areas discussed. 
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[bookmark: _Toc90392130]Introduction

Coaching and mentoring have historically been debated regarding their similarities and differences and their impact on organizations. Coaching is a learning and developmental process that is tailored to enhance performance in an organization. For one to be a coach, they must be knowledgeable and technical about the topic that requires training. In contrast, mentoring is the connection between two people with the objective of personal and professional development. Mentors are people who are considered to be experienced members of an association who inform the less-informed colleagues of their experience to enhance their development. Coaching and mentoring are integral in human development. Almost every successful sportsperson, outstanding student, successful family, and performing business have either a mentor or a coach who directs their lives or operations. The contemporary world has fully embraced the two concepts and is using them to achieve their full potential. The popularity of the two ideas is credited to the numerous successes that they have brought to groups, corporate clients, and people. The two concepts share similarities irrespective of the motive of their applications. The perceptions are pivotal in supporting change in a working environment, reducing stress, creating independence, and enhancing skills and performance (Smith & Philpot, 2017). The successful application of coaching and mentoring in an organization relies on the culture of the firm, the level of value of learning and development in the corporation, and the skills of the mentor or coach (Gray et al., 2016). The objective of this paper is to discuss the similarities and differences between coaching and mentoring, the skills and behaviors that line managers require to be successful in their roles, the role of coaching and mentoring in building resilience and handling change and reflecting on my performance as a coach in the peer exercise. 














Coaching and Mentoring and a Critical Evaluation of their Similarities and Differences

Organisational Coaching


Coaching in an organizational context is a modality that supports the learning and development of an employee (Miller, 2013). Coaching should be a continuous practice in organizations if they need change to be effective. Companies require coaches to elevate their employees’ skills and abilities. Coaches can elevate the performance of different parts of a firm thus creating potential benefits for the organization. The objective of organizational coaching is to foster systematic and positive transformation in a firm. It is often used to help companies create a culture change, achieve strategic goals, and enhance leadership capability. Complex organizational objectives are prioritized during coaching which scales up modifications across an enterprise. The broader aim contrasts the executive or leadership coaching which aims at the needs of the development of an individual and which typically entail independent engagements. . It supports and challenges workers to remain focused and work at the top of their game. Coaching is composed of three parts: personal support, technical help, and individual challenge (Mura & Bergquist, 2011). It is applied in correcting varying performance issues at the discretion of the manager or supervisor.
[bookmark: _Toc90392131]Organizational Mentorship
A mentor in the context of an organization is someone who can offer guidance to an employee with less experience (mentee). A mentor can be an employee of the same firm or a professional from outside the company. A mentor act as a role model by sharing their knowledge, expertise, and skills with the less experienced employees to advise and guide them on the right direction to follow (Kim & Son, 2018). Through mentoring, the members of a team are endowed with various skills and natural abilities that they can use in elevating their performance in their roles and be ready for future responsibilities. Workers who respond enthusiastically to mentorship are highly likely to grow their careers and become more productive in an organization (Creary & Roberts, 2017). Mentorship is pivotal in the creation of new managers who have a significant influence on various aspects of an organization such as employee retention, recruitment, and business outcome. Given that managers play a pivotal role in different organizational functions, some of them are not able to fully utilize their potential since they are not given the right support. Hence, companies should invest in mentoring programs which are integral in elevating job skills, enhancing confidence, and improving work quality. The work rate of high potential (HiPo) employees is 21% higher than their peers and they bring 91% more value to the organization as compared to non-HiPos (Nagi, 2020). To retain high-performing employees, organizations should invest in an encyclopedic mentoring program that offers performing workers support and encourage them to stay at the firm. According to Nagi (2020), mentoring programs are instrumental in supporting the diversity and inclusion efforts of a company, whether it is by retaining underrepresented employees or by preparing them for future leadership roles. Mentorship strengthens a company's culture. Through mentorship, a firm can elevate retention, improve productivity and instill a sense of care in the workforce. These positive attributes bolster the culture of a company and make it a marvelous place to work in. The engagement of employees is also elevated through mentoring. Nine out of ten employees who have a mentor are contented with their jobs and they are likely to receive better salaries and feel more valued for their contribution to an organization (Stokes & Merrick, 2012). 

[bookmark: _Toc90392132]Similarities and Differences between Coaching and Mentoring in an Organizational Context
The similarities and differences between coaching and mentoring have been widely discussed. Coaching and mentoring are applied for different reasons in building managers and leaders. They both support change in the working environment, help in minimizing stress, develop independence, and enhance skills and performance. The success of their applications in an organization relies on different factors such as the culture of the organization, the skills of the coach or mentor, and the value attached to learning and development within an organization (McCarthy, 2014). The two concepts connect in several ways such as having similar objectives of exploring in individuals, their corporate needs, skills, desires, and motivation, the objective of which to assist them to make genuine and long-term changes. The concepts are similar in their questioning techniques, observation, progressive support of employees, and listening techniques to comprehend the context. 
Both mentoring and coaching support one's development, are based on a one-on-one relationship, work best when there is a good rapport between them and employees, typically involve a series of meetings, entail personal agreements, and can be integrated into L & D programs. Mentors are normally considered as experienced members of a firm who share their expertise with less-experienced colleagues to assist their growth. Coaching concentrates on performance and attainment. However, the relationship of a coach with employees is likely to be much shorter. Coaching entails discussion of personal issues but the main focus is on performance at work. It allows feedback on the strengths and weaknesses of workers. Both coaching and mentoring are open and honest relationships between an employee and them. They are both accountable partners who teach employees and managers to stay focused and hungry. They bring new ideas to existing skills or an entire career. The two concepts do not entail teaching, telling people what to do, or instructing employees but asking workers the right questions to enhance massive self-awareness and informed decision-making (Zachary, 2011). 
The primary differences between coaching and mentoring entail mentoring being a traditional context in which the older and the wiser take the responsibility to impart knowledge that is instrumental to the mentee. In contrast, coaching does not require one to have direct experience of responsibilities of occupation of the client, unless it is tailored to specific skills (Netolicky, 2019). Coaching aims at achieving certain goals such as increasing the engagement of employees, structuring speech, and developing strategic thinking. In contrast, mentoring puts human relations in the first place. The process of coaching is considered complete after a couple of sessions. Coaching is tailored towards a certain goal that can be achieved over a short period. Contrastingly, mentoring requires a considerable amount of time to be efficient. The time is used for getting to know the participants' characters and the generation of effective conditions where mentees feel free and can share their personal and professional problems with their mentors (Hawkins & Smith, 2013). The objective of coaching is to improve personal efficiency and development. Coaching entails the enhancement of existing knowledge or acquiring new ones. The process is considered complete once an employee acquires the relevant knowledge. In contrast, mentoring is directed to continuous growth. The recommendations and techniques of learning employed by a mentor generate continuous growth. A coaching process does not require a step-by-step approach and can be applied at any time. However, mentoring requires a structured step-by-step process. This makes the participants know each other and achieve the strategic objectives of an organization. In coaching, supervisors assume a dominant presence in the training process since they provide feedback on the outcome of their employees and their missing skills (Garvey et al., 2017). Inversely, supervisors of a mentoring process do not take part in the process by influence but can provide recommendations to their employees. This method ensures that mentoring interactions are independent and positively impact the final result. 

[bookmark: _Toc90392133]A Comparison between Mentoring and Coaching with Counselling and Guidance

Counseling and guidance are some of the "four helping to learn" styles that have been discussed by Clutterbuck in his book. Counseling and guidance possess similarities and differences with mentoring and coaching. The objective of counseling is to support someone facing a crisis or resolve the past. This is in contrast with coaching that aims at unlocking the existing gifts and skills of an employee (Clutterbuck, 2004). Coaching has a narrow focus while counseling has a broader and great depth of focus. Coaching is a short-term invention while counseling can be long-termed depending on the breadth of issues to be addressed. Coaching is not focused on resolving underlying psychological problems since it assumes an employee lacks it but counseling resolves mental issues affecting employees (Shea & Bond, 2018). Mentoring also differs from counseling in that it transforms and helps employees acquire wisdom while counseling focuses on resolving the challenges faced by an employee. Coaching and guidance are both structured techniques that are applied to enhance the decision-making process of an employee. However, coaching is offered by an individual while guidance is ingrained in the decision support materials. Mentoring entails sharing knowledge and experience with employees to help them develop and grow while guidance is instructions that streamline the operations and behavior of employees. 




[bookmark: _Toc90392134]The Benefits of Coaching and Mentoring to Employer and Employees
The benefits of coaching in an organization entail empowering and encouraging employees to take responsibility, elevating staff management and employee, elevating the performance of the staff, locating and creating high potential workers, locating the strengths of an organization and its employees and opportunities of development, motivating and empowering people to excel and showing the commitment of a firm to human resource development (Hunt & Weintraub, 2006).  It enables employees to accelerate their growth progress by encouraging them to focus on their objectives, be conscious of challenges, aptitudes, and attitudes that affect their decisions and help them in creating strategies to achieve their goals. Coaching is an integral retention tool, an employee development aid, and a guide to the performance issues of an employee (MacKie, 2016). It covers almost every topic that one can think about. It enables a supervisor to rectify the behavior of an employee, elevate retention and build workers who are can be promoted. It sounds like an all-encompassing for excellence. However, it is imperative to note that coaching is for correction but that does not mean is purely meant for corrective measures.  Mentorship arrangement is also pivotal in helping gifted but quiet employees to feel less isolated at work and encourage them to be more interactive and open with their peers. Employers of mentored employees gain hugely in heightened productivity, more robust skills, and minimal mistakes on the job. Employees who are guided by their mentors make few errors and acquire the required skills, thus reducing losses to the employer and advancing on the innovation created in the workplace. Employees who have been mentored often feel valued, hence reducing the rate of turnover. An effectively executed mentoring program is attractive to talented employees. Mentors also benefit from their guidance by developing teaching and management skills.

[bookmark: _Toc90392135]Critical Evaluation of Line Manager as a Coach or Mentor

A line manager as a coach or mentor is mandated to oversee and manage employees to attain business goals. They are the central point of contact between the staff and the management. They also offer guidance, motivation, instructions, and feedback to workers daily. They are tasked with implementing strategies and ensuring that the policies designed by senior leadership and the management are implemented satisfactorily (Manikutty, 2005). A line manager is also able to identify the challenges faced by a firm and execute corrective measures whenever there is deviation. A successful line manager should possess leadership qualities such as effective communication of duties to be fulfilled, handling grievances, delegation, and listening actively. The main roles of a line manager are to recruit and select employees, onboard, train, mentor, coach and develop employees. They manage performance and appraise them, team-build, motivate employees, and ensure that they are healthy and fit for work. 
Line managers who act as coaches or mentors operate more efficiently with staff as compared to managers who do not apply the two concepts in their operations. They have more time to concentrate on their primary tasks of overseeing and directing employees. Through coaching, specialized personals can undertake functions delegated to them by line managers. Line managers with coaching and mentoring skills are also able to instill discipline and stability in employees. Through coaching, they can maintain flexibility in an organization. They are also able to create enhanced coordination, efficient decision-making process, balanced workload, and elevated opportunities through development programs and training that instill expertise and skills in the employee which enable them to apply for advanced opportunities within them (Connor & Pokora, 2017). However, line managers often experience confusion and carelessness in employees. Their advice is at times ignored, and they might at times experience conflict with employees. 
A coach or a mentor must possess various skills to be effective in deliberating their duties. A coach should possess contracting skills which entail discussion and agreement on the commercial and psychological aspects of the coaching relationship and the goals of the coaching session. A coach must set goals, check the realities of their context, generate options and ensure that coaches will move forward with specific actions (Passmore & Sinclair, 2020). A coach must be an active listener and be able to formulate incisive, conscious-raising, and penetrating questions. A line leader who wants to be a leader must be act listener, build trust, encourage their staff, identify the objectives of a firm and realize them, instruct and develop capabilities, inspire and open doors (Helliwell, 2016). 

[bookmark: _Toc90392136]Critical Evaluation of the Role of Coaching and Mentoring in Building Resilience and Dealing with Change

Resilience is the ability to recover quickly from difficulties. It is imperative to note that the meaning of resilience varies depending on the context under which it is used. Resilience in management means the comprehensive and standardized management of all processes that enable managers to locate and mitigate risks that might harm an organization (Engemann & Henderson, 2014). In employees, it means the ability of one to tackle stress, competitive job market, workplace conflict, and resolve issues on the job. The workplace is constantly changing due to different factors. One of the contributing factors to change in the workplace is the economy. The evolution of the international system of trade and its effects on the global economy creates uncertainty. Other causes of change in the workplace are increasing global lifespan, the emergence of artificial intelligence and smart machines, a structured organization, new media ecology, and globally connected world (Jones & Murray, 2008). 
Coaching and mentoring are pivotal in building resilience in employees. One of the fundamental facets of resilience is the ability of an employee to cope with challenging tasks and moments and come out of them stronger. Through coaching and mentoring, employees will be able to deal with uncertainties at the workplace and cope with the constant changes (Boniwell, 2021). Based on the changing demands of organizations, the growth of resilience is a key strategic priority. Employees perform better if they are not just keeping their heads above water. The growth opportunities and self-learning that come with change will electrify them. Managers will low workplace resilience are highly likely to collapse under pressure and they often have brittle spirits when faced with challenges. 

[bookmark: _Toc90392137]Critical Evaluation of my Performance in the Peer Coaching Exercise

Coaching on conflict management, I enjoyed the 15 minutes that I was given. I was good at relaying the causes of conflict in the workplace, how to resolve them, and the importance of peace in our organization. I was good at using effective verbal and non-verbal communication techniques. My non-verbal cues were in sync with the message I was relaying, especially the use of tonal variation, facial expression, and hands. I learned that successful coaching requires me to be empathetic, curious, positive, persistent, innovative, communicative, and sincere. I will develop these skills in the future by learning and training and fully understand my duties. I will develop my coaching skills through engaging in more seminars that offer me coaching roles and training to hone the listed skills above. The Instant Pay-Off Model was effective for the coaching session we had since it does not require much time and knowledge to complete a full coaching session to build an employee’s skills. 

















Conclusion



Coaching is a modality that upholds the learning and development of an employee. Mentoring on the other hand is the provision of guidance to an employee with less experience. The two concepts are similar in that they have the same objective of exploring people. They are the same in their questioning techniques, observation, progressive support of employees, and listening techniques to comprehend the context. The main differences between coaching and mentoring entail mentoring being a traditional context in which the older are responsible for teaching the mentee while coaching does not require one to have direct experience of responsibilities of occupation of the client. Coaching is beneficial to an organization and employees in that it empowers and encourages employees to take responsibility, elevate them and improve their performance and show the commitment of a firm to human resource development. Coaching and mentoring are integral in creating resilience in employees. Through coaching and mentoring, employees can deal with uncertainties at the workplace and cope with the constant changes. 
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Appendix
	Personal Development Plan (PDP)

	
	Skill
	Current Ability
	Target Ability
	Development Opportunity
	Criteria to Judge Success 
	Time Frame

	1st Priority 
	Ability to use non-verbal cues in coaching
	I am innovative
	To be more curious
	Engaging in more coaching activities 
	Thorough evaluation by group members
	Three months 

	2nd Priority
	Listening actively 
	I can communicate well
	To be able to ask more questions
	Engaging in more coaching activities 
	Through evaluation by group members
	Three months

	3rd Priority
	Being empathetic 
	I am resilient 
	To be more empathetic.
	Engaging in more coaching activities 
	Through an evaluation by group members
	Three months








