


[bookmark: _Toc152863926][bookmark: _Toc152864446]Executive Summary
This report provides an extensive analysis of the roles and impacts of coaching and mentoring within organizational settings. It delineates the different coaching models, such as GROW, OSCAR, and Instant-Payoff, and compares them with mentoring approaches, underscoring their unique attributes and applications. The report also highlights the integral role of line managers in implementing these practices and the essential skills required for successful coaching and mentoring. Furthermore, it emphasizes the importance of these methods in building resilience and effectively managing change in the workplace. Based on the insights gathered, the report recommends that organizations should integrate tailored coaching and mentoring programs into their development strategies to enhance performance, leadership skills, and employee well-being. The training of line managers in these skills is particularly emphasized, as they are pivotal in the daily development of team members. The report concludes that effective coaching and mentoring are key to fostering organizational and individual growth, enabling a workforce that is resilient and adaptable to the challenges of an evolving business environment.
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1. [bookmark: _Toc152863928][bookmark: _Toc152864448]Introduction
The report aims to provide an in-depth exploration of coaching and mentoring practices within organizations. It examines various models such as GROW, OSCAR, and Instant-Payoff, and contrasts them with mentoring approaches, highlighting their definitions, applications, and impacts on individual and organizational performance. Furthermore, the report examines the roles of line managers in these practices, the requisite skills for effective coaching and mentoring, and their significance in cultivating resilience and managing change in the workplace. This analysis targets organizational leaders, HR professionals, and individuals interested in the strategic implementation of coaching and mentoring in the modern workplace.



2. [bookmark: _Toc152863929][bookmark: _Toc152864449]Main Findings

[bookmark: _Toc152863930][bookmark: _Toc152864450]2.1 Coaching in Organisations
Coaching in organisational settings, including business, leadership, or executive coaching, focuses on improving employee, team, and organisational performance. It assists in various areas like shortening learning curves, succession, and career planning, enhancing job satisfaction, flexibility, interpersonal relationships, and leadership skills. Coaching can take different forms, such as external/internal, team/peer coaching, or even a coaching culture within the organisation​​ (Grover and Furnham, 2016). 
Coaching is effective in improving performance and facilitating behavioural change, as seen in empirical studies. However, the financial ROI of coaching is debated, with costs ranging from $15,000 to $75,000 for a six-month intervention. While some studies report high ROI values, the calculation methods are often subjective. The diverse goals and contexts of coaching make it challenging to quantify its financial impact (Grover and Furnham, 2016).
[bookmark: _Toc152863931][bookmark: _Toc152864451]2.1.1 Coaching Models:

[bookmark: _Toc152863932][bookmark: _Toc152864452]GROW Model
Developed by Sir John Whitmore in the 1980s, the GROW model is a renowned framework used globally in coaching (Wilson, 2020, n.d; Whitmore, 2017). It is structured into four stages:  
1. Goal: This stage involves defining clear objectives. The coach helps the coachee articulate what they want to achieve, setting the direction and focus of the coaching sessions. This is crucial for maintaining focus and energy throughout the process​​.
2. Reality: Here, the coachee reflects on their current situation, assessing how it impacts them and others. This phase is essential for gaining clarity on what is happening and understanding the context in which the goals are set​​.
3. Options: As the coachee gains clarity, they naturally progress to considering their options. The coach's role is to facilitate this exploration, asking open-ended questions to help the coachee identify possible pathways to achieve their goals​​.
4. Will: This stage is about commitment to action. The coachee decides on the steps they will take. It's important that these actions align with the coachee's abilities and preferences to ensure commitment and avoid unrealistic plans​​.
The flexibility of the GROW model is key; it's not a rigid sequence but a dynamic framework where the coach navigates between the stages as needed​​ (Practice, 2022).
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[bookmark: _Toc152864453]OSCAR Model
The OSCAR model, derived from the GROW model and established in 2002, is a solution-focused method used in workplace coaching (Mulder, 2022; Cope, 2004; Gilbert and Whittleworth, 2009). It includes the following elements:
1. Outcome: Identifying the desired end goal of the coaching sessions. This should be clear, work-related, and self-formulated by the coachee to ensure commitment and relevance to their role​​.
2. Situation: Understanding the coachee's current situation, including their feelings, which are key to identifying the problem and its impact on them and their work​​.
3. Choices: Exploring the coachee's choices and the potential consequences of these choices. This phase involves working collaboratively to consider various ways to achieve the desired outcome​​.
4. Actions: Implementing actions, ideally formulated as SMART goals, to move towards the desired outcome. The coachee's motivation and commitment to these actions are crucial​​.
5. Review: Regularly reviewing the process to gain insights into what is working and what is not and making adjustments as necessary​​.

[bookmark: _Toc152863934][bookmark: _Toc152864454]Instant-Payoff Model
The Instant-Payoff model is suitable for situations where time is limited, and the focus is on solving a specific problem or completing a task (Landsberg, 2015). It involves:
1. Describing the current issue or problem, with a focus on relevant background and specific examples​​.
2. Defining the desired outcome in specific terms, without attempting to solve the problem at this stage​​.
3. Listing obstacles that lie between the current situation and the desired outcome, categorizing them based on whether they exist within the coachee, in others, or in the situation. Then brainstorming ways to overcome these obstacles and agreeing on the final approach, actions, and timing​​.
This model's critical aspect is its focus on immediate problem-solving rather than long-term skill development, making it distinct from models like GROW and OSCAR. It offers a practical approach when immediate results are needed, but it might not address deeper, underlying issues that could benefit from more comprehensive coaching methods (Landsberg, 2015).

[bookmark: _Toc152863935][bookmark: _Toc152864455]2.2 Mentoring in Organisations
Mentoring traditionally emphasises one-way learning with the mentor as a teacher and the mentee as a student. However, modern definitions are more complex, involving various types like formal, informal, diverse, electronic, co-mentoring, group mentoring, peer mentoring, multilevel, and cultural mentoring​​ (Ervin, 2021).
Mentoring is more theory-steeped and developmentally oriented compared to coaching. It is usually long-term, focusing on the growth of the mentee as a whole person through guidance, reflection, and learning. The mentor also adapts to changing roles, such as being a learner, commentor, or change agent​​ (Ervin, 2021).
[bookmark: _Toc152863936]
[bookmark: _Toc152864456]2.3 Comparison of Coaching and Mentoring

[bookmark: _Toc152863937][bookmark: _Toc152864457]Similarities
Both coaching and mentoring aim to develop individuals within an organisation, focusing on personal and professional growth. They employ one-on-one relationships to facilitate learning and development (Hayden, 2023).
[bookmark: _Toc152863938][bookmark: _Toc152864458]Differences 
Coaching is often more directive and performance-oriented, with specific goals, while mentoring is more developmental, focusing on the overall growth of the mentee. Coaching tends to be short-term and task-focused, whereas mentoring relationships are usually long-term and more rounded (Hayden, 2023).
[bookmark: _Toc152863939][bookmark: _Toc152864459]Comparison with Other Learning Initiatives
Clutterbuck's (2014) Four Styles of Helping: This framework includes Coaching, Counselling, Networking, and Guiding, with Mentoring drawing on all these styles. It focuses on who is in charge (directive vs. non-directive) and the individual's needs (learning vs. nurturing)​​.
Comparing coaching and mentoring to other interventions like training and development programs, workshops, or e-learning, these interventions can be more structured and formalised, often lacking the personalised, one-on-one approach inherent in coaching and mentoring (Timotic, 2023; Ezra, 2020).

[bookmark: _Toc152863940][bookmark: _Toc152864460]2.4 Benefits of Coaching/ Mentoring
To Organisations Benefits include improved performance, enhanced leadership skills, better team dynamics, and sometimes measurable ROI. However, quantifying ROI can be complex due to the personalised nature of these interventions (Indeed, 2023).
To Employees: They gain personalised development, enhanced skill sets, increased job satisfaction, and career progression opportunities (Herrity, 2023).

[bookmark: _Toc152863941][bookmark: _Toc152864461]2.5 Line manager as Coach/ Mentor
Line managers inherently manage multiple roles - as leaders, managers, coaches, and mentors. They manage daily operations while simultaneously fostering team development. This blend of managerial and developmental roles is akin to the collaborative relationship emphasized in coaching, where, as Norman (2019) suggests, the focus is on working 'with' rather than doing 'to' someone. The line manager's role, therefore, extends beyond traditional management to facilitating growth and change within their team​​.
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[bookmark: _Toc152864462]2.5.1 Benefits and Limitations of Line Managers as Coaches/Mentors

Benefits:
Line managers acting as coaches or mentors, as discussed by Walsh (n.d), play a vital role in fostering team resilience and adaptability, especially in challenging times like the COVID-19 pandemic. By employing core coaching skills such as active listening, effective questioning, and constructive feedback, line managers help employees develop problem-solving skills and self-reliance, enhancing team performance and engagement. 
In times of crisis, as highlighted by Sharma (2020), the mentorship aspect of a line manager’s role becomes invaluable. It provides support, a fresh perspective, and an opportunity for reflection, helping teams navigate through uncertainty​​.

Limitations:
The dual role of line managers as coaches presents unique challenges. As Downey (2014) notes, the conflict between managerial duties like performance assessment and task delegation and the impartiality essential in coaching can lead to conflicts of interest. This conflict might cause employees to withhold their true concerns, fearing impact on their evaluations or career progression, thereby undermining the trust and openness crucial for effective coaching. Furthermore, as Berry (2021) highlights in the context of executive coaching, there is an ethical dilemma in attributing outcomes solely to the coach, or in this case, the line manager. This adds another layer of complexity for line managers, who must carefully evaluate their influence on the outcomes of their coaching and mentoring efforts, ensuring they do not overstep or misinterpret their impact on their team's development and growth.

[bookmark: _Toc152863943][bookmark: _Toc152864463]2.6 Skills and Behaviours for Successful Coaching/Mentoring
A variety of skills must be mastered for one to become an efficient coach or mentor. These encompass not only the evident ones like active listening, but also others that might not be immediately apparent. By recognizing and honing these essential skills, one can enhance their coaching or mentoring effectiveness and simultaneously achieve personal development (Sword, 2022). 
This report will focus on elaborating a select few of these skills.
Active Listening and Effective Questioning: Integral to the coaching/mentoring process is active listening, understanding the coachee’s/mentee's perspective and barriers, and employing effective questioning to facilitate self-discovery and solution-finding. This aligns with Norman's (2019) advice for leaders in coaching to bring forward their true challenges and engage with authenticity​​.
[bookmark: _Hlk152856102]Assertiveness: Being assertive is crucial for offering clear guidance and valuable feedback, striking a balance between directing and encouraging autonomy and development among team members. However, it's important to recognize that in certain organizational and national cultures, a more passive approach is favoured, and assertiveness might be perceived as disrespectful or inappropriate (Mindtools, n.d).
Reflective Practice: Following Sharma’s (2020) insights, line managers as mentors should encourage reflective practice, sharing experiences, and mutual learning, which is crucial during crises and periods of significant change​​.

2.7 [bookmark: _Toc152863944][bookmark: _Toc152864464] Coaching and Mentoring in Building Resilience and Dealing with Change
Coaching and mentoring are increasingly recognized as critical elements in building a resilient workforce capable of managing and adapting to change. These processes support individuals and teams in developing the necessary skills and attitudes to navigate the evolving workplace landscape, providing the support and frameworks that enable them to maintain well-being during transitional periods. As indispensable tools, coaching and mentoring not only foster personal growth but also ensure organizational success by equipping employees with the resilience to thrive amidst change (Boniwell, 2021).
Resilience, as defined by Herrman et al. (2011), is the capacity to maintain or regain mental health despite experiencing adversity. It involves dynamic processes that encompass personal qualities and environmental factors, contributing to an individual's ability to withstand pressures. Change management refers to a systematic approach aimed at helping individuals and organizations transition from their current state to a desired future state. It involves managing the human elements of change to achieve the intended business outcomes (George, 2023).
[bookmark: _Hlk152791402][bookmark: _Hlk152791845]The drivers of change in the workplace are numerous and varied. The COVID-19 pandemic, for instance, has drastically altered perceptions of the workplace, necessitating a redefinition of the physical space and its function. The acceleration of remote working, technological advancements, and the need for flexible work arrangements have become prominent (Mugayar- Baldocchi, Schaninger and Sharma, 2021). Other factors include the ageing workforce, changing employee benefits preferences (Helens- Hart and Dolechek, 2022), and the rise of automation and machine learning, which suggest that many current job roles may become automatable (ASAE, 2018).
When change is poorly managed, it can lead to significant adverse impacts on the workforce. It may result in increased stress, anxiety, and uncertainty, leading to decreased productivity and engagement. A lack of adequate communication and support during change initiatives can also lead to a sense of instability and mistrust within the organization (George, 2023).
Building resilience through coaching and mentoring can significantly help the workforce deal with change. By providing a framework for personal growth and the development of coping mechanisms, these processes can enhance an individual's capacity to adapt to change. Coaching and mentoring offer tailored guidance, which helps in identifying personal strengths and weaknesses, setting realistic goals, and fostering a growth mindset (Insights, n.d). They also support the development of psychological resilience, which includes emotional regulation, self-awareness, and a positive outlook—traits that are invaluable in times of change.


2.8 [bookmark: _Toc152863945][bookmark: _Toc152864465] Reflection on the Coaching Exercise
Reflecting on my performance as a coach in the peer exercise, I will adopt Kolb’s Experiential Learning Cycle (Kolb, 1984) for a structured reflection. This cycle encompasses four stages: Concrete Experience, Reflective Observation, Abstract Conceptualization, and Active Experimentation. Additionally, I will consider the Instant Pay Off Model (Landsberg, 2015) in relation to other coaching models like OSCAR and GROW.
[bookmark: _Toc152863946][bookmark: _Toc152864466]Concrete Experience
In the peer coaching exercise, I played the role of a mentor, guiding a fellow student through various academic challenges. My prior experience as a PAL mentor and occasional work-based instructor gave me a foundation of confidence and comfort in this setting. I enjoyed the process of engaging with the coachee, especially in areas where my experience aligned with their needs.
[bookmark: _Toc152863947][bookmark: _Toc152864467]Reflective Observation
The feedback from the observer highlighted my strengths in maintaining focus, using warm and open body language, and managing the conversation effectively. However, it also pointed out areas for improvement, notably in encouraging more coachee participation and relying less on providing direct answers. This aligns with my own feeling that I tended to speak too much and didn't allow enough space for the coachee to explore solutions independently or with minimal guidance.
[bookmark: _Toc152863948][bookmark: _Toc152864468]Abstract Conceptualization
Reflecting on this feedback and my feelings, it is apparent that my strength lies in creating a supportive and engaging environment. However, my inclination to provide solutions might hinder the coachee’s opportunity for self-discovery and problem-solving – a crucial aspect of effective coaching (Whitmore, 2017). The Instant Pay Off Model, focusing on immediate solutions, might have influenced this approach. In contrast, models like GROW or OSCAR might encourage a more exploratory dialogue, fostering deeper coachee reflection and autonomy.
[bookmark: _Toc152863949][bookmark: _Toc152864469]Active Experimentation
Moving forward, my personal development plan will focus on:
· Enhancing Listening Skills: I plan to practice active and patient listening, allowing the coachee more time to express their thoughts without jumping in to offer solutions.
· Facilitating Coachee-Led Solutions: I aim to use more open-ended questions to encourage coachees to lead in finding solutions.
· Experimenting with Different Coaching Models: I intend to explore the GROW and OSCAR models in future sessions to compare their effectiveness against the Instant Pay Off Model.
In future coaching sessions, both in the PAL scheme and at work, I will apply these strategies, continually reflecting and adjusting my approach based on the coachee’s feedback and my observations.
Reflecting critically on my performance, I recognize that while I have strengths in engagement and creating rapport, I need to improve on facilitating coachee-led problem solving. The Instant Pay Off Model was effective in providing immediate solutions, but for long-term development, models that promote more coachee autonomy might be more beneficial. I am committed to developing my coaching skills further, recognizing that this is a process of continuous learning and adaptation.


[bookmark: _Toc152863950][bookmark: _Toc152864470]3.0 Conclusion
The findings of this report underscore the crucial role of coaching and mentoring in driving both organizational success and individual development. Coaching, with its focus on performance and specific goals, and mentoring, with its long-term, rounded approach, are shown to be pivotal in enhancing workplace dynamics. The versatility of coaching models like GROW, OSCAR, and Instant-Payoff, along with the critical roles played by line managers, highlights the adaptability of these practices as developmental tools. The report suggests that effective coaching and mentoring require a skill set that includes active listening, effective questioning, and assertiveness, which are essential for developing a resilient and adaptable workforce. The practical application of these skills, as reflected in coaching exercise, demonstrates the importance of continuous learning in becoming an effective coach or mentor.
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