


  Executive Summary

  This report has discussed the differences and similarities between Mentoring and Coaching, followed by the tangible and intangible benefits of both Coaching and Mentoring. The report addressed the line manager and their role as a coach with their significant skills and behaviours to achieve success. It also provided an explicit discussion on the role of Mentoring and Coaching in building resilience and dealing with changes, followed by the involvement of Coaching and Mentoring that helps to deal with workplace changes. Lastly, it has discussed a clear personal reflection as a coach in the peer exercise using a relevant cycle framework.
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   1.0 Introduction
    The study aims to develop coaching and mentoring skills for the workplace. The report was requested on 24/11/23, and it is due on 8/12/23. The report will showcase the definition of Coaching and Mentoring to identify its practices and detail their learning initiatives. It will also discuss the role of multi-facing line managers with their benefits and drawbacks as coaches, followed by the skills and behaviours required to achieve success in the future. The report will also discuss the coaching and Mentoring role in building resilience and how it can help deal with changes. Lastly, the report will prioritise showcasing a detailed reflection about one's performance in the peer coaching exercise with the help of a reflective cycle and coaching models.





















[bookmark: _Hlk151990167]2.0 Definitions of Coaching and Mentoring
 Coaching definition
[bookmark: _Hlk152588496]  "Coaching is unlocking a person's potential to maximise their own performance. It is helping them to learn rather than teaching them" (Whitmore 2009, p.11).
  Coaching prioritises setting partnerships between the manager and employee, creating a shared understanding of our needs and how they can be achieved (Al Hilali et al., 2020). In addition, Ellinger (2013) states that coaching is a form of partnership between a coach and clients. It helps them achieve their potential and offers the best ways to learn and develop their skills or knowledge, enhancing performance and work satisfaction.

Mentoring definition
  Mentoring is "A process which supports learning and development, and thus performance improvements, either for an individual, team or business" (Parsloe & Wray 2001, p.82  ).
 Mentor shares their knowledge, skills, and experience, which might help develop and grow their learning capabilities (Al Hilali et al., 2020). Additionally, Serat (2009) states that mentoring is essential to the modern managerial practice of high performance. Contemporary organisations are shown to have a catalytic role in critical thinking, sparking initiative, activating and inspiring creativity, and significantly impacting personal growth and career search.








3.0 Critically evaluate the similarities and differences between Coaching and Mentoring and two other learning interventions within an organisational context. Tangible and intangible benefits of Coaching and Mentoring to organisations. 
Similarities between Coaching and Mentoring
 Coaching and Mentoring both prioritise helping others grow, develop, and achieve their full potential to access opportunities for individuals to take responsibility for their personal and career development (Cornelius et al., 2020). Similarly, Passmore et al. (2013) maintain that coaching and mentoring generally aim to support an individual's professional and personal development.
Differences between Coaching and Mentoring
Coaching is often a short-term task-orientated relationship. At the same time, mentoring tends to be more long-term and focused on holistic personal and career development (Eby et al.,2013). Coaching generally focuses on specific skills, goals and performance improvement related to career development, public speaking, leadership, teamwork, and time- management (Whitmore,2010). In contrast, mentoring focuses on building the mentee's abilities, confidence, identity, and effectiveness through sharing life lessons and psychological support (Johnson,2016). The coach is typically seen as a subject-matter expert who provides guidance and support, often focusing on improving specific skills. In mentoring, the mentor generally is a more experienced individual who acts as a role model, offering guidance and sharing wisdom based on their own experience (Clutterbuck,2004),
  Although they may have different objectives or goals and use different approaches, they both rely on the relationship which focuses on building and promoting self-discipline and awareness. Both Coaching and mentoring need adequate supervision and management, which supports a positive impact on the mentee through feedback and listening skills (Alred and Garvey, 2019).




Similarities between one-to-one tutoring and feedback
  Both provide individualised support to help improve student learning and performance (Wilkinson & Tooze-Reed, 2021).
  One-to-one tutoring and feedback facilitate students' participation and engagement in learning (VanLehn,2011).
Differences between one-to-one tutorials and feedback
  One-to-one tutoring allows the tutor to adapt instructions as needed, while feedback is often information on defined parameters (Lepper et al., 1997).
  Through tutoring, students learn through interpersonal instruction, while feedback helps them improve their work. Tutors can provide personalised instructions that help students understand better, while feedback can help students identify areas of strength and improvement. Both forms of information can help students reach their goals.















Tangible benefits of Coaching
The tangible benefits of effective Coaching reflect clear guidance to clients on their goals, which improves teamwork or conflict resolution (Richardson et al., 2020). Coaching also prioritises helping individuals grow holistically and promotes more performance-oriented practice to enhance their power skills.
Intangible benefits of Coaching.
The intangible benefits of Coaching are promoting improved communication skills and enhancing decision-making abilities due to better motivation in the workplace. A mentoring relationship is focused on the long term compared to a coaching relationship in which Coaching prioritises short-term sources to focus on achieving specific outcomes or goals. Coaching is based on tasks which allow mentees to improve performance and offer an immediate, well-framed structure to achieve the standards (Baker et al., 2021).
Tangible benefits of Mentoring
Effective and responsible mentors will also promote tangible benefits through learning opportunities from mentees as they improve or develop their skills. As a result, it promotes a suitable environment that inspires and motivates to progress in future careers (Stokes et al., 2021).
Intangible benefits of Mentoring
The intangible benefits of mentoring include self-confidence, the development of communication, and the promotion of leadership skills for growth in their performance (Hakro and Mathew,2020). These key sources can help identify and develop future leaders, managers and high-potential workers who showcase the difference to Coaching.
[bookmark: _Hlk152013935]





4.0. Critically evaluate the line manager as a coach/mentor, including assessing the necessary skills and behaviours.
  A line manager is responsible for managing and overseeing workers to fulfil their business goals, as they are the main line between the management and the staff by providing daily guidance, motivation, and employee feedback (Lammers,2022). Line managers play a crucial role in Coaching by understanding the essential areas to improve through which they can grow in mentee performance. Regarding line managers, Coaching considers different measures against the skills that could best fill any areas where individuals face issues in both knowledge and experience.



  Benefits and drawbacks of Line Manager as a coach.
  Depending on the situation, the development plans could be based on recommendations from team members to promote and design appropriate development programs for them. Line managers, as coaches, prioritise skills practices and gain valuable feedback, which will help coaches enhance mentee knowledge and develop their performance, which may help achieve their goals (Kutsyuruba et al.,2019). This process will eventually help to improve their skills and promote a better understanding of their team members and plans to achieve their goals. Line managers as coaches also focus on creating continuous learning and growth practices with their teams, enhancing individuals' skills and knowledge, and promoting talent pipelines for future leadership positions. Similarly, the drawback of a line manager as a coach is telling what to do or how to resolve issues instead of helping individual learners discover their solutions and gain experience (Passmore and Lai,2020). These factors will lead to a lower possibility of learning more new knowledge and sources through which mentees can improve their performance and achieve their potential.



  Skills and behaviour needed for success as a coach.
  A great coach showcases practical communication skills which help to successfully interact with other people and identify the knowledge through which they can adequately plan actions to improve. Coaching skills within an organisation can be practical to enhance employee morale and help companies achieve their goals and objectives. Coaching promotes diverse skills and behaviours (Ching et al.,2021).
   Active listening involves paying attention, demonstrating empathy, and understanding team members' concerns and challenges. It is essential for building trust and creating successful relationships between coworkers (Rogers,2004). 
  Empathy and compassion are also vital behaviours, as coaches often deal with individuals facing personal or professional issues or challenges while setting and working towards goals, which is a fundamental aspect (Bowen et al., 2020).
Therefore, successful Coaching is a holistic blend of these skills and behaviours tailored to the specific coaching context and individual needs. Coaches should possess self-awareness and constantly work to deliver sufficient development, which will help them continuously support mentees in improving their skills (Jarosz,2021).
  Time management is essential for balancing multiple clients and responsibilities, which makes maintaining client confidentiality non-negotiable (McCarthy and Miller,2020). It can help to build a client base while being open to feedback from clients and peers, which is essential for self-improvement.








5.0 Critically evaluate the role of Coaching and Mentoring in building resilience and dealing with change.
 Resilience refers to the process and outcomes of successfully adapting to the difficulties or challenges individuals experience, considering mental, emotional, and behavioural flexibility and being able to control and deal with situations and problems (Fillery-Travis and Lane, 2020).
 Practical training and development and technology integrations are two significant factors considered drivers of change within the workplace (Degbey and Einola,2020). Additionally, Huehn et al. (2023) also sustain that continuously developing a stable work balance helps in accessing considerable changes in the employee's performance to succeed in the future.
An implication of modern technology is also a critical source that maximises the quality and efficiency of workplace productivity. These two are the major drivers that will significantly impact the performance and contribution to the workplace and help them achieve more outstanding outcomes in the future (Bastari and Ali,2020). 
On the other hand, ineffectively managed change can negatively impact the workplace, leading to employee loss of productivity and poor performance. Lack of practical commitment and resources are significant factors that negatively influence individual workplace balance (Khurana et al.,2022).

Building Resilience through Coaching and Mentoring
  Resilience is the key element that promotes performance and plans that enhance coaching and mentoring practices that help workers deal with relevant changes. It also allows support from the coach and mentors during times of need, which allows greater possibilities to overcome challenges and motivate people to learn new skills and achieve that outcome in the future (Haugen et al.,2019).




6.0 How did Coaching and Mentoring help organisations survive and thrive during the pandemic?

 Coaching and Mentoring are two significant factors that have helped organisations during the outbreak of the pandemic by developing and enhancing individual skills at both personal and professional levels (Ching et al., 2021). Binty et al. (2020) argue that effective mentoring and coaching involvement in an organisation helps empower employees to be more confident in their roles and self-awareness to achieve their goals. Therefore, Aston Martin and NHS are the two reliable companies focused on using proper coaching and mentoring methods to provide and build positive workplace benefits for themselves (Malinao and Ebi,2022). It has also helped them create a suitable path to target and support their employees in developing their skills and satisfaction during the pandemic. Along with that, they have also prioritised facilitating the growth and development of high-potential leaders.















7.0 Critically assess your performance in the peer coaching exercise.
The Gibbs reflective cycle model is a suitable framework that offers strategies within the learning process through experiential learning to access valuable experience for personal and professional development (Gibbs, 1988). It has six stages: description, feelings, evaluations, analysis, conclusion, and action plans to focus on understanding more ways to improve skills gaps.
Description
As a coach, I have learned various skills and gained experience, which allows me to continue the long-term learning progress that helps me achieve more significant future outcomes.
Feelings
Per experience, the instant pay-off model is a practical framework that helps improve performance and develop skills required to access better opportunities (Adeani et al.,2020). This coaching method implies that it helps to examine the current reality and explore the overall possibilities of individual development.
Evaluation
I have learned that Coaching and mentoring play a crucial role in developing an individual's performance and potential through which they can create opportunities to achieve their goals. Appropriate skills and behaviours are a significant source to efficiently support individual mentees in developing their abilities and experience for a better future and achievements.
Analysis 
As a coach, a lack of feedback from mentees is a significant challenge. I have encountered the overall coaching practice to enhance their performance and knowledge to resolve their problems. Self-awareness and decision-making are also the issues faced during the overall models to deliver in-depth ideas and instructions to improve their skills and utilise their strengths (Hakro and Mathew, 2020). 
Conclusion
I understand that coaching has played an essential role in developing my personal and professional level of skills and experience through which I can achieve my goals.
Action plan
I have used my time management and communication skills to deliver relevant guidelines and support to the mentee to improve their performance and skills to achieve their goals (Mikolajcryk,2022). As a coach, I have successfully developed a critical thinking and problem-solving mindset to resolve the issue in the peer exercise and improve necessary skills.


















	


  8.0 Conclusion
The study aims to provide a detailed overview of coaching and mentoring skills and how they help motivate and enhance individuals for better workplace outcomes. This study has prioritised identifying the similarities and differences between coaching and mentoring. The section prioritises the tangible and intangible benefits of coaching and mentoring to an organisation. It discusses the line manager as a coach or mentor, followed by the necessary skills and behaviours that could be reliable for advancing management and performance. Furthermore, this report has also provided an explicit discussion on the role of mentoring and coaching in building resilience and dealing with changes. It also focused on understanding the involvement of coaching and mentoring, which helps deal with workplace changes. Lastly, this report has reflected on my performance as a coach in the peer exercise using a relevant reflective cycle framework.
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10. Appendices 
Personal development plan

	
Skills
	
Action required
	
Support/Resources 
	
Time frame

	
Communication
skills
	To improve my communication skills, I will focus on setting goals correctly. It helps in making better use of interacting with other people.
	During the overall module, I have identified the behaviours that help promote better understanding and development.
	One month

	
Decision making
	I should focus on identifying and understanding the right issue, which will help me identify the best answer.
	I need to analyse a detailed overview to identify the main issue and find suitable ways to overcome the challenges and achieve my goals.
	One month

	Critical thinking
	To improve my critical thinking skills, I should focus on gaining extra technical knowledge and to practice more critical thinking skills.
	The teacher's feedback and guidance will help me improve my knowledge and critical thinking.
	Two weeks
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