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2. Executive Summary		 Coaching and mentoring are essential in all organisations. This report will address the relevance of coaching and mentoring inside organisations, as well as the similarities and distinctions between the two.  Other coaching and mentoring topics will be discussed, such as the line manager as a coach, strengthening resilience through coaching and mentoring, and the author's personal reflection as a coach.   This report is divided into four sections based on the topics. The first topic will address how coaching and mentoring are similar in that they both help to employees' personal growth, but they are also distinct in that coaching is a skill and mentoring is a method of exchanging knowledge. This subject will discuss coaching strategies and their efficacy, such as the Instant Pay off, the GROW, and the OSCAR methods.  The second heading will go over the benefits and drawbacks of a line manager being a coach. It is obvious from this topic that many organisations include coaching in the line manager's position, however it is not always useful.  The final subject, building resilience via coaching, will discuss how coaching may promote employee well-being and keep them active and motivated. Also it's going to be stated that staff require counselling in order to deal with changes.  Furthermore, the final subject will be a personal assessment on the author's peer coaching activity, reflecting on what worked well during the workshop as well as what abilities will be required to grow in the coming years.  To conclude this report, a conclusion will be drawn on each subject based on the findings of the assessment.									3. Table of content				Introduction…………………………………………………………………………….3		Main Findings		The similarities and differences between coaching and mentoring…………………………………………………………………………3-4		The line manager as a coach/ mentor……………………………………5		The role of coaching and mentoring in building resilience and dealing with change………………………………………………………….……6		Personal reflection of peer coaching exercise……………………….6-7	 	Conclusion……………………………………………………………………….……..8			Reference list……………………………………………………………...…………9-10					4. Introduction	
The goal of this report is to define the value of coaching and mentoring, as well as their similarities and contrasts. This topic will critically evaluate coaching strategies and their effectiveness, such as the Instant Pay of Model, the GROW model, and the OSCAR model. As part of the report, the line manager will be analysed as a coach, as will the function of coaching/mentoring in building resilience and dealing with change, as well as the author's personal reflection as a coach. This report's information was acquired from reliable sources, namely books and journals. By the end of the report, all topics will have been covered, and a conclusion will be reached.	5. Main findings	5.1	THE SIMILARITIES AND DIFFERENCES BETWEEN COACHING AND MENTORING	Coaching is a set of training approaches that concentrates on the requirements of particular people, together with careful supervision of their performance and learning activities, resulting in recommendations on how they might enhance their abilities. Coaching, according to Dietmar Sternad (2021), is a training approach in which a more experienced or talented people provides advice and support to an employee in order to help increase the person's skills, efficiency, and career. He believes that the purpose of coaching is to assist people improve their individual efficiency by releasing their potential. It facilitates learning rather than teaching or guiding individuals. For illustration, if an individual is having difficulty at job, the coach will lead him to the answer rather than informing him about it. Max Landsberg's (2015) Instant Payoff coaching guideline is an illustration to inspire coaches to request concerns in order to guide the coachee to the correct solution, and he appears to believe that, relying on these responses and the intentional goal, the coach and employee can develop a significant part in the growth and start planning for it to arise within a reasonable length of time. As the title implies, it is an instant coaching style that does not serve for long-term coaching because it is designed to produce outcomes in a single encounter. The GROW Model, developed by John Whitmore, is a coaching concept that is intended to unlock talent and opportunity in conversations, sessions, and day-to-day leading. His coaching method is built on four necessary phases: Goal (what do you really want?), Reality (where are you presently?), Options (what else could you do?) and Will (what you are going to do?). This form of coaching is a successful strategy, although it is time-consuming because it requires a lot of time and a decent series of questions to produce outcomes. In contrast to the Instant pay off coaching method, the GROW model necessitates numerous encounters to monitor performance. The OSCAR technique, which is a considerably more comprehensive method, is an alternate way of the GROW model. Its term is an abbreviation for Outcome, Situation, Choices and Consequences, Action, and Review. This coaching approach cannot be utilised for simple coaching sessions, such as the Instant pay off coaching model, because it requires subsequent sessions to monitor performance. It also requires an experienced coach who is prepared to request the proper questions and structure the meetings to match into this form of coaching. It takes far more effort to see results, as well as coaching knowledge and skills. On the other hand, mentoring can be described as when someone shares their expertise, talent, and experience that will help other individual to improve. This progress could be either professional or personal, but considering the work/life equilibrium that many of us have nowadays, the intersection of the two is commonly highlighted. Mentoring, unlike coaching relationships, is frequently free. The mentoring relationship is built on a semi-charitable concept: the mentor, the more successful, senior partner, attempts to pass on some of what they've learned to somebody else who might benefit from his expertise. As illustration, if an employee experiences difficulty learning and completing a new activity that is essential to his work, a mentor might offer his expertise and understanding with him. While there are a few similarities between the two, coaching is fundamentally different from mentoring. Both add value to a person ’s development, both are centred on one-on-one conversations, both work best when the affected parties have a strong warm relation, both typically include a series of meetings extended across several months, both entail personal and social responsibilities (occasionally official 'agreements' between the parties involved), and both can be used in learning and development programs. However, there are several differences that distinguish coaching from mentoring. Mentoring commonly concentrates on longer-term concerns, whereas coaching is more inclined to discuss current topics such as skills and efficiency in the current position, which is why mentoring agreements are normally for at least six months, whereas coaching does engage a number of sessions, but they are typically for a shorter amount of time, presumably 2-3 months. For some companies, mentors are far more likely to be recruited from the inside, whereas coaches are much more likely to be recruited from the outside. Given obvious distinctions, a mentor may use coaching skills at occasions (for example, raising questions to uncover appropriate solution), and a coach may sometimes offer their thoughts (when the coachee need more help). Mentoring, unlike coaching, is about sharing information and experiences. The tangible benefit of coaching and mentoring is performance improvement and prosperity, whereas the intangible benefit is effective workplace etiquette.	5.2	THE LINE MANAGER AS A COACH/ MENTOR	Rather than recruiting new coaches to instruct their workers, many organisations are training their managers for being corporate coaches. Managers, as per Downey (2014), must preferably combine leadership, management, and coaching skills in order to perform their duties. This allows them the flexibility to use the most adequate treatment to assist their immediate subordinates' development and learning. Line managers need to accomplish a lot, particularly in these uncertain pandemic situations, when companies must respond quickly and with great mobility to ever-changing economic and social limitations. Numerous employees would feel overwhelmed by the abrupt and severe transformations in their lives, and if employees work virtually, managers may find it hard to recognize their responsibility as leaders to stimulate, engage, and support team members in keeping high productivity. Line managers must analyse where workers invest the most of their time and set up a "secure atmosphere" for coaching conversations in order to facilitate coaching conversations; unfortunately, many would be asked to just adopt the status of coach within their career with little instruction or oversight. Getting results from other people is essential for excellent management, and coaching is one method for accomplishing this. Whereas the line manager as a coach may benefit the organisation due to the faith and confidence of his staff members and coaching enables managers to concentrate on developing their team members instead of controlling them (Rogers, 2016), releasing up more resources for strategies and operations, it may be overwhelming and challenging because it might actually impact his fairness and effectiveness. A line manager must be capable of active listening, continual developing in practise, questioning, and providing feedback. Coaching usually requires the creation of a variety of basic social skills, most of which are specifically linked to efficient leadership potential, such as accountability and the capacity to inspire trust, mental maturity or wisdom (the ability to comprehend, command, and react appropriately to one's own and others' emotional responses), and the capacity to create strong cooperative links. If a manager lacking these skills or fails to apply them properly, it will be challenging to participate in the open and honest dialogue that is crucial for effective coaching. A worker, on the other hand, may be cautious to raise up additional emotional distress in coaching discussions with their supervisors. Alternatively, after delving into more personal issues, both individuals may find it difficult to restore to their early collegial demeanour. As a result, big enterprises frequently hire outside coaches. Moreover, if staff members are much more soul intellectuals, supervisors will no longer have to coach or monitor them.		5.3	THE ROLE OF COACHING AND MENTORING IN BUILDING RESILIENCE AND DEALING WITH CHANGE	In stressful work environments, resilience has become increasingly vital. People who are resilient are more adept at dealing with sudden change, faults and errors, severely stressful situations, and situations of enhanced activity. Characteristics of inadequate resilience are generally obvious. They feature trouble working independently, recurring basic health issues, low self-esteem, feeling apprehensive, having limited endurance, and having a short temper. Coaches and mentors can help in two ways: by giving the coachee or mentee the ability to cope with current circumstances (resilience as in now) or by enhancing their overall resiliency (resilience capacity). Once it is time to assist individuals in developing resilience, a good starting point is by listing the characteristics of highly resilient people and speaking with them how they might adapt some or all of those attributes into their personal perspective. Coaches and mentors cannot easily train their mentees or coachees to become more engaged unless they have a solid main intention to do so. They can, though, help the coachee or mentee cultivate the habit of anticipating change and looking for ways to accommodate it with fresh adjustments from their own that give them more power over what is being happening. In order to support others, a coach/mentor must also have resilience characteristics such as confidence, optimism, positivity, self-awareness, and self-management.	5.4	PERSONAL REFLECTION OF PEER COACHING EXERCISE	In this report, I will reflect on my personal coaching session, that I performed as completion of my Coaching and Mentoring assignment on the 9th of November 2022. I will utilise Gibbs' six-stage learning approach to conclude this reflection: presentation, sentiments, appraisal, investigation, result, and plan of action. My coaching practice was provided with the assistance of my teammate, Camelia, as a coachee, who is experiencing difficulties as a coach after returning to work from maternity leave. I planned a list of queries after hearing the topic, but I was also generating relevant questions just on responses. The coaching practice was designed using the Instant Pay-off coaching approach combined with the GROW model. First, the coachee was asked to clarify her aims before the end of the session, using pointed questions such as "What is your goal?" Second, questions have been raised not only regarding the present situation, but also about possible alternatives. Ultimately, the coachee has indeed been questioned what she believes she could do to improve herself within the team. I was comfortable with my technique, but I overlooked certain critical concerns by concentrating on the pre-established and probable queries. The coaching session was presented in a short amount of time, roughly 10 minutes rather than 15, which might have been used to investigate more concerns. The questions were well-crafted, however I did miss a few things. I demonstrated the essential curiosity and compassion to have the coachee feel at ease, but I became distracted by my ideas regarding the following questions. Based on my own performance as a coach, I can conclude that I am inexperienced in coaching, but I am a lifelong student. I exhibited my capacity to be honest and transparent, as well as to manage problems with compassion. In future sessions, I must pay more attention and be adequately prepared to be challenged. Overall, I believe myself an inexperienced but adequate coach, as the coachee had a good notion of how to resolve the issue after the initial coaching session. My personal development plan suggests that I work on my observing and questioning skills. I need to pay closer attention to the small things. For this reason, I will attend coaching and mentoring trainings and seek guidance from experienced staff members.		
Objective/Area of DevelopmentMeasurePrioritySupport and Development.	Internal/ExternalReview DatesOther commentsImprove listening and questioning skills Completing a coaching and mentoring course   H Internal March 2022Learning and Development team Paying attention to the details Learning from experienced mentor/ taking coaching sessions  M Internal Daily Mentor/Manager feedback Gain experienceOrganizing more coaching sessions  L Internal June 2022 Coachee                  
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