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[bookmark: _Hlk89691072]The report identifies the importance of coaching and mentoring in today’s workplace benefitting the employer through intangible drivers such as relationships, communication and knowledge. The organisation benefits from increased employee engagement, motivation and colleague retention. Employers benefit from increased productivity, better performance while employees benefit from increased confidence, motivation and skill development. Coaching and mentoring have similarities in assisting individuals with their skills, needs and motivation remaining supportive and non-judgemental. To contrast, coaches’ key roles involve short term feedback in a ‘telling role’, whereas mentors support and guide long term growth.  Coaching models used include Landsberg’s Instant pay-off model, Whitmore (1980) GROW and Whittleworth and Gilbert (2002) OSCAR Models all assist in identifying the individuals desired goal, solutions and obstacles and agreed actions within a defined timeframe. Coaching and mentoring can work alongside other initiatives such as training, wellbeing programmes and counselling, all aspects cover different styles of help suited to the individual. Coaching skills are seen as a crucial element of any leader, integral to the fabric of a learning culture. Line managers as leaders need to be able to manage people day to day and deliver a coaching role providing a climate where mistakes are learnt from, providing a listening and questioning rapport. Successful coaches require skills including effective questioning, active listening, and empathy. Coaches build resilience to enable employees recognise and accept necessary changes. Through coaching the workplace is able to deal with change by developing optimism, self-assuredness and openness to new ideas, with businesses showing a positive impact on staff attitudes and satisfaction. A peer coach exercise was successful in the use of the coaching models outlining the desired outcome and solutions however it identified my need for further development of empathy and the understanding of wellbeing in a leadership role.
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[bookmark: _Toc89716372]1.0 Introduction
This report was requested 27th September 2021 by the CEO of TESCO, to plan succession and development of the organisation leaders. The report is to be completed by Audra Arundel, Human Resource manager, and submitted 10th December 2021. The report will critically evaluate the similarities between coaching and mentoring, using coaching theories such as Landsberg Instant pay-off Model, Whitmore (1980) GROW and Whittleworth and Gilbert (2002) OSCAR Models, considering the benefits to the employee and organisation. Included will be an assessment of necessary skills and behaviours of the line manager as a coach/mentor and how resilience and dealing with change are benefited through the coaching/mentoring. The report will include an honest and transparent reflection of my own peer coaching exercise using Gibbs’ Reflective cycle (1988). This reflection will identify personal strengths and weaknesses and include a personal development plan highlighting these. Secondary research tools such as textbooks, articles, and the internet will assist with research.



[bookmark: _Toc89716373]2.0 Main findings
[bookmark: _Toc89716374]2.1 Definitions of Coaching and Mentoring
A definition of coaching is as HARVARD BUSINESS ESSENTIALS comments:
an activity through which managers work with subordinates to foster skill development, impart knowledge, and inculcate values and behaviours that will help them achieve organizational goals and prepare them for more challenging assignment (HARVARD BUSINESS ESSENTIALS, 2004, pg. xi). 
Another definition as Landsberg comments is:
Coaching aims to enhance the performance and learning ability of others. It involves providing feedback, but also uses other techniques such as motivation, effective questioning and consciously matching your management style to the coachee’s readiness to undertake a particular task. It is based on helping the coachee to help her/himself through dynamic interaction-it does not rely on a one-way flow of telling and instructing (Landsberg, 1996, pg. xi).
Mentoring can be defined “as the offering of advice, information, guidance by a person with useful experience, skills, or expertise for another individual’s personal and professional development” (HARVARD BUSINESS ESSENTIALS, 2004, pg. 76). 
Coaching models include:
Landsberg Instant Pay- off Model, active listening is foundational, to be able to listen to the issue, ask for the desired outcome and build a relationship with the coachee, lists obstacles/blocks and brainstorms for possible solutions for next steps to be taken (Landsberg, 1997, pg. 49).
Whitmore’s GROW Model, consists of four steps: 
GOAL: the specific topic
REALITY: self-assessment and feedback
OPTIONS: suggestions/choices made
WRAP-UP: agree actions and commitment with defined timeframe
(Landsberg,1997, pg. 30). 
[bookmark: _Hlk89170356]Alternatively, Whittleworth and Gilbert OSCAR Model is an enhanced GROW model OUTCOME, SITUATION, CHOICES and ACTIONS all similar to the four steps of GROW model with the added step of REVIEW: reviewing progress at the start of the next session (The Lazarus consultancy, 2018).
[bookmark: _Toc89716375]2.1.1 Similarities and Differences of Coaching/Mentoring
Mentoring addresses the person as a whole whereas coaching is limited to the development of some narrow set of skills or behaviours (HARVARD BUSINESS ESSENTIALS, 2004, pg. 77).  Similarities between the two include assisting the individual with their skills, needs and motivation, supporting their goals and encouraging commitment while listening and asking probing questions for individuals to identify solutions. Both mentor and coach remain supportive and non-judgemental. The key goal of a coach is to correct inappropriate behaviour, improve performance by directing learning and instruction. Key role of a coach is a telling role with feedback concentrating on short term goals and is task based and performance driven, the coach is usually the coachee’s boss. In comparison the key role of a mentor is to support and guide personal growth with the mentor responsible for their growth in the long-term, is relationship based and development driven. A mentor has a listening role by making suggestions, and is usually a more experienced colleague who shares their knowledge. 
[bookmark: _Toc89716376]2.1.2 Comparisons between Coaching, Mentoring and other learning initiatives
Learning initiatives include counselling, wellbeing programmes, employee engagement, and training, these can work alongside coaching and mentoring. The framework between coach, mentor and counsellor is different and is personal to the individuals needs. Counselling and coaching overlap as they both; help colleagues, hold confidentiality. Counselling is usually retrospective and like coaching is a long-term process offering guidance and support. Mentoring relationships are informal compared to formal relationships within counselling. A mentor gives advice on a personal level, where counselling is regulated. 
Clutterbucks identifies four basic styles of helping. Directive and nondirective help, nurturing and stretching. Mentoring attributes all of the four styles. Coaching provides directive, whereas counselling provides both directive and nurturing help. Coaching, mentoring and counselling all provide empowerment, improve communication offer support and the opportunity for insight (Miller, Positive Psychology, 2020).
Another initiative to compare is training which can be attributed to business growth. Training like mentoring is about the transfer of knowledge, whereas coaching is about enhancing individual’s knowledge. Coaching assists in supporting the learning from the training room to the workplace (Caplin, J, 2003, pg.82). 
[bookmark: _Toc89716377]2.1.3 Benefits of coaching/mentoring to the employee and employer
Coaching and mentoring benefits both employer and employee. These include the tangible benefits of better performance, increased customer service, increased productivity, improved employee retention, and the intangible benefits of employee confidence, motivation, skill development, positive work culture. Benefits for the employee include increased confidence, how to deal with the culture of the organisation, career advice and advancement and also benefits the less talented employee. The organisation benefits from; recruitment assistance, improved motivation, leadership development and better communication (Clutterbuck, 1991, pgs.13-23). The employer can identify high performers and also demonstrates the organisations commitment to Human Resources development. Coaching benefits are numerous; however, the true value can be seen in the culture with intangible drivers like relationships, communication and knowledge (Wilson, coaching culture at work,2020). The Institute of Coaching comments that
80% of people who received coaching reported increased self-confidence, over 70% benefitted from improved work performance, relationships and effective communication skills. 86% of companies recouped their investment on coaching (source: ICF 2009) (Institute of Coaching, 2021).
Lloyds TSB bank measured the success of career coaching, showing a positive impact on staff attitudes and satisfaction (Caplin, 2003, pg. 70). One high-street bank found coaching didn’t work in its existing culture. For coaching to work it is important managers embody the coaching behaviours otherwise it can be seen as fault finding (Caplin, 2003, pg. 55). Admiral offers employees developmental coaching, providing opportunities to work with coaches to create goals and reflect upon achievements (Admiral, 2021). 
Demonstrating the importance of coaching, computer scientists are creating innovative coaching programmes that incorporate ‘artificial intelligence’ (AI). (oxford review, 2021), M&S uses AI to match compatible mentors throughout the organisation (King, Corporate M&S, 2020).
[bookmark: _Toc89716378]2.2 Evaluation of the line manager as a coach/mentor and necessary skills and behaviours
[bookmark: _Toc89716379]2.2.1 Multi-facing role of the line manager
Line managers actions are pivotal in influencing health, wellbeing and engagement of employees (CIPD, 2021). The role of a line manager as a leader is to ensure that the goals, values and vision of the organisation are being met, while acting as a role model inspiring and motivating colleagues. Managers are required to set goals, recruit, plan and organise work, coaching and mentoring role provides conversations, advice, feedback and training (Downey, 2003, pg. 97), managing people day to day, measuring productivity, managing budgets and a communication link (Richardson, Development Academy,2021). Coaching is a crucial element of line management and a core skill for any future leader, providing communication on how goals will be delivered, feedback on performance and on the job training (Clutterbuck, 2012).  Increasingly, coaching is becoming integral to the fabric of a learning culture and is a skill that good managers at all levels need to develop and deploy (HBR, 2019). Coaching creates a climate where mistakes are learnt from and provides both a listening and questioning rapport allowing feedback providing a communication structure (Walsh, CIPD, 2021).
[bookmark: _Toc89716380]2.2.2 Benefits and drawbacks of line managers/coaches
Advantages of line managers as coaches include an improved team performance, focused coaching, creativity and open communication. Disadvantages of line managers as coaches include the line manager falling into parent-child roles, a sense of having a hidden agenda, and a feeling of inequality (Clutterbuck, 2012).
[bookmark: _Toc89716381]2.2.3 Skills needed for a successful coach/mentor
[bookmark: _Hlk88566464][bookmark: _Hlk89170106]Skills needed include the ability to have insight, be able to release potential, and deliver results (Connor, Pokora, 2007, pg. 7), the skills communicate a belief and value in the coachee (Connor, Pokora, 2007, pg. 8), according to GROW model, coaches need to have the skills of effective questioning and active listening (Connor, Pokora, 2007, pg.14). Using Egan’s skilled helper model(1970’s) a coach needs to have positive body language, listening skills, empathy, questioning and focus on what is important (University of Glasgow, 2021). Coaching includes building a rapport with active listening, probing questioning with the coachee doing most of the talking are essential in the use of coaching models.
[bookmark: _Toc89716382]2.3 Evaluation of the coaching and mentoring role in building resilience
[bookmark: _Toc89716383]2.3.1 Definition of “resilience” and “change management”
The coaching role in building resilience is essential to enable individuals to cope with change. A definition of employee resilience is a capacity to positively cope, adapt, and thrive in response to challenging environments (Frontiers in Psychology, 2019). Coaches can do this by firstly enabling the coachee to cope with the situation at present then to build their overall level of resilience (Zhu, Zhang, Shen, Art of Mentoring, 2019). A coach can help the coachee to grow in optimism, by identifying new opportunities and being open to them, become focused on establishing clear work priorities; and to be proactive which isn’t a trait that can be easily taught but can help an individual anticipate change. There are three sources of resilience, an individual’s personal traits, biological and environmental factors. Organisational change is constant, change management is a systematic approach to dealing with the transition of organisational goals. The purpose is to implement strategies for effecting and controlling change and helping people adapt (Pratt, SearchCIO, 2019).
[bookmark: _Toc89716384]2.3.2 Workplace change
Organisations deal with two types of change, planned and unplanned, planned would be rational with control of all processes and resources. COVID 19 would be a recent example of unplanned change for organisations, Using Grundy: Model of change momentum (1993) which describes the types of change in regard to speed, this would be “big bang” type with large and fast changes (Rees, Hall, 2016). Each change within an organisation has specific reasons why it needs to be implemented from internal factors such as human resource policies, technology development, customers, management to external factors which include changes in legislation, social changes, unemployment rate (Entrepreneurship in a box, 2021). People professionals and HR functions are best placed to drive effective change. As a direct result of poorly managed change to an organisation people may become frustrated, demotivated and potentially fearful (I’MYOURCOACH, 2017). Failure to implement change is cited as being 70%, these failings in effective change can lose an organisation market position, loss of stakeholder credibility, and a reduction in employee engagement (D’Souza, CIPD, 2020). Assisting in leading change within an organisation such as Lewin’s 3-stage model of change: unfreezing, changing, and refreezing (1947) entailing change is needed, moving forward and solidifying the new as normal (Hartzell, Study.com, 2021). Kotter’s 8 stage change model (1996) includes helping others to see the need for change, clarifying how it will be different and articulating the connections between the changes and success. 
[bookmark: _Toc89716385]2.3.3 How resilience helps the workforce deal with change
Resilience coaching helps to maintain a more confident, optimistic and resilient outlook, making the individual better equipped to manage current and future challenges (Burrell, Ultimate Resilience, 2021). Through coaching the workplace is able to deal with change by developing optimism, self-assuredness and openness to new ideas. Resilient workers are seen to be more able to manage change and are more skilled at dealing with setbacks, having the capacity to move on (Craig, Positive Psychology,2021). Resilience coaching includes Wellbeing, Wellbeing and resilience are vital to developing efficient problem solving efficient problem-solving skills, maintaining relationships and realistic goal setting (REACH OUT.com, 2021).
[bookmark: _Toc89716386]2.4 Evaluation of peer coach performance
[bookmark: _Hlk89021001]A description of my exercise was to coach Tracey through a period of stress which is causing a detrimental effect on her mental health, motivation and causing anxiety at work. This stress is due to being a key worker through COVID, a change of hours and University assignments. The outcome of the exercise was that Tracey identified possible solutions to the issues, outlining a plan to achieve her desired goals. My feelings about the experience were nerves as I am not confident at public, speaking even though we had practiced the scenario multiple times I was unable to remember enough not to use my notes. Evaluating the exercise, the aim of the coach was reached by using a combination of the Instant pay-off model, OSCAR and GROW Models defining the desired outcome for Tracey along with the obstacles and a way forward.  I recognised the need for a balance between work and personal life and offered praise as a motivator. The negative to the exercise was I felt my empathy, even though I did acknowledge her distress I felt that I could have invested further into her mental health issues offering available help. To analyse, the exercise went well covering the coaching models, with Tracey having the majority of the conversation and myself listening, the use of guidance notes during the conversations hindered the conversation and interaction between Tracey and myself.  An honest conversation was had with two-way feedback and a time set to review. In conclusion I learnt that I need to be more confident and less reliant on notes when public speaking which will assist with interaction and communication through eye contact and body language.  Development of my skill of empathy is essential and the ability to appreciate individuals’ wellbeing. An action plan would include how I could develop my public speaking skills, develop my empathy skills and understanding of Wellbeing. A personal development plan will assist in further development (see appendix 1).
I feel the instant pay-off model was effective but used in combination with the Grow and OSCAR models, if I had to choose just model to use in the future, I would choose GROW model for its simplicity in structure covering all aspects.





[bookmark: _Toc89716387]3.0 Conclusion
[bookmark: _Hlk89688201][bookmark: _Hlk89698922]The report identifies the differences between coaching and mentoring, and their importance in today’s workplace. Coaching enhances performance and learning ability involving feedback, motivation and effective questioning; mentoring offers advice, information and guidance for personal development. Coaching and mentoring have similarities in assisting individuals with their skills, needs and motivation remaining supportive and non-judgemental. The differences between coach and mentor are, the key role of a coach is a telling role with feedback concentrating on the short term where the mentor’s role is to support and guide personal growth in the long-term. Mentoring addresses the individual as a whole where a coach develops a set of skills or behaviour. Coaching models include Landsberg’s Instant pay-off model, Whitmore (1980) GROW and Whittleworth and Gilbert (2002) OSCAR Models all assist in identifying the individuals desired goal, solutions and obstacles and agreed actions within a defined timeframe, providing the support and guidance for employees helping them to identify solutions to problematic issues. Other initiatives work alongside coaching and mentoring including Wellbeing programmes, employee engagement and training. These initiatives provide a framework catering to the individual providing different styles of help. The benefits of coaching and mentoring to the employee and employer are, the employer can identify high performers, increase employee engagement, motivation, and staff retention with the aim of increased profits and the true value of coaching within the organisation being relationships, communication and knowledge. The importance of coaching in the future can be seen in the development of AI coaching programmes. Coaching is a crucial element of line management and seen as a core skill of any leader, integral to a learning culture, influencing health, wellbeing and employee engagement. Skills of a successful coach include effective questioning, active listening, and empathy. The Institute of Coaching recognises coaching increases confidence, improved performance with companies recouping their investment in coaching. The report identifies the importance of coaching and mentoring, with the need for resilient employees to accept the organisational changes and move forward. The peer coach exercise was successful with the use of the coaching models outlining the desired outcome and solutions however it identified my need for further leadership development in my empathy and the understanding of wellbeing.
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Appendices
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will be my success criteria be?
	Target dates for review and completion

	Develop skills in empathy
	 Talk to others engaging in the conversation, actively listening and be aware of body language
	Obtain feedback from colleagues, imagine myself in their position
	Increased work effectiveness, improved relationships with others
	Review February 2022

	Develop understanding of wellbeing
	Research into what skills help to develop work place Wellbeing including building resilience
	Identify what resources and support are available to assist the coachee 
	 Higher performance benefitting both employee and employer 
	January 2022

	Use active listening
	Use of body language during coaching sessions, more interaction 
	Continue development of public speaking aided by less reliance on notes, be mindful not to interrupt, develop ability to ask the right questions
	Taking time in next session to draw out details, and show that I am interested in the coachee
	December 2021
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