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In this report, a discussion about coaching and mentoring took place to understand the differences and similarities between both of the learning models. The report has also compared both techniques to two other learning initiatives. The report discussed the role of line managers along with their role as coaches and the skill required for the same. The report also discussed how resilience can help with change management. In the end, a reflection about the coaching exercise has been presented.  
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Learning is a never-ending process where a human learns about new information no matter how much they know. This indicates that learning is also equally important when it comes to the workplace (Boomaars et al., 2018). Teaching the employees is an important part as it helps in developing new skills and helps solve existing problems. There are many ways to help the employees with learning but organisations tend to use coaching or mentoring as methods to do it (Bibi, 2019). In this report, a discussion about mentoring and coaching will be done to understand the differences and similarities between the two. The report will also evaluate line managers as coaches and mentor along with the skills and behaviour that are required to do it effectively. Furthermore, the role of coaching and mentoring and how it helps with change management will be discussed before ending the report with a reflection of the coaching exercise. 
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Coaching 
Coaching refers to the process of guiding someone regarding a task or activity. Coaching can be done through many techniques but all are ultimately aimed at teaching the participants so that they can solve the problem effectively. Examples of coaching can include help provided to improve job performance, change careers, set goals and develop skills (Ribeiro et al., 2020). Three main models are used to coach in a workplace namely GROW model, OSCAR model and Instant Payoff Coaching.   
Mentoring
Mentoring refers to supporting and motivating individuals to manage their learning. A mentor guides the mentee towards better performance and effective learning. A mentor, unlike a coach, is not formally appointed and is typically a leader like a figure that is looked up to by the mentee (Naim and Lenka, 2017). Mentoring can be done by a leader or manager in the company by guiding the employee towards better results, teaching them techniques in the industry that are not known by many and by providing them with constructive criticism so that they can improve. 







Similarities and differences between Coaching and Mentoring 
The following table includes similarities and differences between coaching and mentoring 
	Basis 
	Coaching 
	Mentoring 

	Aim 
	Coaching aims at improving or solving some aspect of the individual through solutions and ideas. 
	Mentoring works towards providing overall improvement to the mentee. 

	Structure 
	Coaching is a structured activity that includes models and different steps. 
	Mentoring does not have any structure and works informally. 

	Measurement of progress 
	The progress is measured based on goals set before the start of coaching. 
	Progress is also measured according to the agreement before mentoring started. 

	Time 
	Coaching is time-bound and can last for 4 to 6 months and even a year.  
	Mentoring has not defined structure for time and the relationship between mentee and mentor can last for years. 

	Level of formality 
	Very formal with defined hours, structure and model to follow. 
	Mentoring can be formal or informal depending on the relationship between mentee and mentor. 

	Level of expertise 
	It is not necessary for the coach to be an expert in the industry of the coachee and simply provide coaching without it. 
	A mentor has to be an experienced expert that can help the mentor in both personal and professional life. 


(Sources: Stokes et al., 2020; Eniola, 2017; Koopman et al., 2021)

Counselling 
Counselling is another learning initiative that helps the employees in the workplace. Counselling refers to guiding employees when they are not able to decide a path in their workplace or their career (Notaras et al., 2018). Counselling is generally provided to individuals so that they can make better decisions. Unlike coaching, counselling helps in giving a pathway and only provides advice without implementing anything on the learner. 
Focus groups 
A Focus group is another learning initiative that helps the employees gain technical expertise in certain areas. Focus groups are groups of people that have common expertise and would like to discuss their ideas, opinions and experience so that other members can learn (Morgan, 2018). Focus groups are most different of all the learning initiatives discussed because it does not involve one-on-one interactions and is more of a group exercise. 
Benefits of coaching and mentoring to employees 
· There are several benefits of coaching and mentoring for the employees. First and foremost, they can learn a lot from the expert and improve their skills in certain areas (Ladyshewsky and Taplin, 2017). 
· Both the learning initiatives increase the value of the individual as an employee and provide them with an opportunity to diversify themselves (Jeffrey and Prasetya, 2019). 
· Coaching and mentoring also increase the confidence of the individual as they are more skilled and can make more accurate decisions (Serrat, 2017). 
Benefits of coaching and mentoring to the employer 
· Along with the employees, the employer also gets several benefits when they provide learning initiatives to the employees (Roberts et al., 2019). The increased skills increase the level of quality and productivity in the company. 
· When the company increases the value of the employee, the employee feels obliged to stay in the company which decreases the employee turnover in the organisation. 
· Coordination and communication also improve between the management and employees because of the mentoring and coaching exercises (Solomon and van Coller-Peter, 2019). 
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Multi facing role of line manager 
Being a line manager is not an easy task as the manager has to oversee the major operations that take place in the company along with managing all the employees. There are several skills required to become a line manager because the individual does not just have to take care of the business operations, they have to ensure that all the employees are motivated and satisfied with their work (Guest, 2021). Line managers have to play the role of a leader, manager and even a coach sometimes. As a leader, the line manager has to ensure that all the employees under them can function up to their potential. They also have to ensure that the employees are coordinating with each other and not harming the productivity of the company. The line managers also have to ensure that they clarify their business objectives and help the employees understand their role in the company (López‐Cotarelo, 2018). As a manager, they have to ensure that all the operations that are under them are going smoothly and effectively. The line manager has to ensure that no resources of the company go to waste. At last, as a coach, the line manager has to help their employees with professional and personal life problems. The manager has to guide the employees and motivate them to learn more skills so that it can benefit them and the company (Govender, 2017). 








Benefits of line managers as coaches or mentors
· Training the managers to become coaches or mentors is very beneficial for the company because they will be able to improve their employees closely and under guidance (Milner et al., 2020). 
· Coaching or mentoring given to the employee will also provide the manager with information about the employees and how they feel about certain aspects of the company. 
· It will provide the managers with feedback about the company and provide them with available skills in the company along with the skill gaps that need to be filled.
Drawbacks of line managers as coaches or mentors 
· Although it may seem like it is all beneficial, one of the biggest drawbacks of having line managers as coaches or mentors is a barrier that is created because of seniority (Ramlall and Melton, 2019). 
· The employees might not be able to communicate their true feelings because of the formal relationship that exists between them.
Skills in a successful coach 
· One of the most essential skills to successful coaching is being a good listener. The coach has to ensure that they can listen to what the coachee is saying and understand the issue properly. 
· The coach also has to be reflective of what they hear. They have to be good at reflecting on the issues of the coachee and analysing them critically (Bernard, 2018). 
· According to the Instant Pay-off Model, the coach also has to be good at communicating and discussing with the coachee and provide feedback on their situation. 
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Resilience 
Resilience is the key to helping the employees tackle the challenges that they are faced with during the job. It helps the employees tackle stress related to the job and work with effectiveness. It also helps the employees deal with workplace conflicts and a competitive job market (McNeil et al., 2019). Resilience also pushes the employees to face organisational change and adjust according to the situation. It also develops the employees to withstand organisational issues and see them as challenges. 
Change management 
Change management refers to a segment of management that deals with any type of organisational change. Change management is an important part of organisational change because it helps the employees to deal with the change and ensures that they understand that change is beneficial for them as well (Dzwigol et al., 2019). Change management also helps employees adjust to the change because it can be difficult to adjust to something new after a long time of being on the same schedule.
Drivers of change 
There are several drivers of change in an organisation and some of them are also fairly new. There could be technological development in the industry that can change the human resource requirements of the company. Change in the company policies is also a driver of change. The company can change its core policies that would ultimately affect the working environment, organisational goals and the brand image of the company (Lambertson, 2018). One of the most influential organisational changes that have been witnessed by organisations is the Covid-19 pandemic. It has practically changed organisational operations and every aspect of how the company operates. 


Impact of poor change management
Having poor change management can badly affect organisations because the employees show resistance to change; the company will not be able to implement it successfully. Poor change management can impact the operations of the company by decreasing the productivity and effectiveness of the company (Rosenbaum et al., 2018). It can also create a bad working environment which can increase employee turnover rate. Applying ineffective change management will also cost the company a lot of resources. Ineffective change management can also impact the company’s brand image as it would show instability in the company and its management. 
Developing resilience through coaching or mentoring for change management 
Resilience is an important part of the change and developing it in the employees can help the organisation in implementing change. Resilient workers will be able to bounce back from the change and take the initiative to adjust to it (McNeil et al., 2019). Resilience is about transforming from adversity and being able to come back stronger. Developing resilience through coaching and mentoring allows the employees to adapt to change properly and more effectively. It also allows them to be more flexible, focused and friendly. Resilience will push the employees to look at the change through a learning lens which will decrease the resistance that is often faced by companies while going through change (Rosenbaum et al., 2018).
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Reflection of the coaching exercise
In this section of the report, a reflection of the coaching exercise will be provided to understand how it went. The reflection will help in analysing what went right and what went wrong with the exercise and how it can be improved in the future. The Gibbs reflective cycle will be -implemented in the report as it will give a detailed explanation (Adeani et al., 2020). 
As per the model, the first step is the description. The coaching exercise was performed with the issue of time management while using the Instant Pay-off model. The model that was used helped the coachee explain their situation and helped me understand what was happening. The coaching session was successful because it provided the coachee with possible solutions for their time management problems.  
My feelings regarding the entire exercise are that it was successful and a really good learning experience. The exercise gave me an opportunity to coach someone and suggest them a solution for their issues. I was worried before the exercise because I had never coached someone but I think it was good for someone who did it for the first time. 
While evaluating the exercise, I have realised some positive and negative elements of the exercise. I think that I was able to ask the right questions to the coachee and allowed them to communicate their true feelings (McCauley, 2019). I also think I was able to use the Instant Pay-off model successfully because I followed each step and was able to provide the coachee with solutions. I also think that some aspects of the exercise were bad and could be improved in the future. One such example is the fact that I was not able to have more engagement with the coachee. I did not interfere much and I also did not express myself during the exercise. 
After analysing the exercise I realised why some mistakes were made in the exercise. I think it happened because I was not able to communicate with the coachee a lot, something that I should improve in the future. I also think that most aspects of the exercise went well because I had the proper knowledge of the Instant Pay-off model and I was able to use it successfully. I also think that my strength of problem-solving helped me understand the coachee and how they were feeling because of a lack of time management skills (McCauley, 2019). 
In conclusion, I think that use of the Instant Pay-off model was successful because it helped in collecting all the aspects of the problem. The model also allowed the coachee to discuss the different blocks that stop them to be good at time management. I was also able to ask the right questions and discuss possible solutions easily. 


Personal development plan 
	Areas that need development 
	Plan to develop them 
	Time required 

	Communication skills
	· By conducting more practice coaching exercises. 
· Practice communicating with strangers to improve talking skills. 
· Study from online sources and learn how to become a better coach. 
	This will require 4 to 6 months.  


(Source: Markkanen et al., 2020)
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This report is now being concluded hereafter discussing coaching and mentoring and some aspects related to it. The report showed the differences and similarities between both the learning initiatives and how they can be used by an organisation. The report also discussed how line managers have to play multiple roles and what are the drawbacks and benefits that comes with making the manager a mentor or a coach. The report also discussed resilience and its role in change management and how teaching it can lead to successful change management. In the end, a personal reflection along with a personal development plan has been provided. 
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