


Coaching and Mentoring within an organisational context


Claudia Baragau 
Student number: 1905817
Lecturer: Brynach Heffernan
University of Wales Trinity Saint David- Cardiff


Executive Summary 
Coaching is a method of guiding an individual through addressing their shortcomings and trying to improve the outcomes. Additionally, mentors have  the responsibility of mentoring employees’ through sharing knowledge, experience and directing the mentees by involving them in training and development program. Moreover, the Instant pay off model has allowed mentors and coaches to address the problems, identifying the blocks, issues, and paying off to design a process of minimising the employees  shortcomings  and to enhance their potential. 


Table of Contents
1. Introduction	5
2. Main Findings	5
2.1 Task 1: Similarities and differences between coaching and mentoring	5
Explaining coaching and mentoring	5
Evaluating similarities and dissimilarities among coaching and mentoring	5
Comparing coaching and mentoring with two other learning initiatives	6
Assessing tangible and intangible benefits of coaching and mentoring to employers and employees	6
2.2 Task 2: Evaluating the line manager as a Coach/Mentor,	7
Examining the multi-facing role of line manager as a coach	7
Highlighting benefits or drawbacks of line managers as coach	7
Skills and behaviour needed for success	8
Need for Line Managers to understand the ways of applying coaching models in practice	8
2.3 Task 3: Critically evaluating role of coaching and mentoring in building resilience and dealing with change	9
Defining resilience and change management	9
Acknowledging existing and emerging drivers of change in workplace	9
Ways of managing change impact in workforce	10
Ways resilience helped workforce in dealing with change through the lens of coaching and mentoring	10
2.4 Task 4: Own performance in the peer coaching exercise	11
Reflective analysis of coach’s performance – GROW model	11
PDP plan	12
Experience	12
Effectiveness of Pay off model and preference for Grow model as an alternate	13
3. Conclusion	13
4. References	14



[bookmark: _Toc152889515]1. Introduction
This project has been using the core understanding of coaching as well as mentoring skills and behaviours. The report covers Clutterbuck’s Four Styles of Helping framework to manage the need for learning initiatives for developing coaching. The entire report  is divided into multiple tasks,  and key point of factors that help in the developing qualities for potential management of coaching and mentoring skills. The tasks also cover resilience and change management, as they are crucial to mentoring and coaching practices. It also covers a reflection of self-performance.
[bookmark: _Toc152889516]2. Main Findings
[bookmark: _Toc152889517]2.1 Task 1: Similarities and differences between coaching and mentoring
[bookmark: _Toc152889518]Explaining coaching and mentoring
Coaching is a method of training and guiding an individual or group to enhance their potential to develop skills and be capable of improving the outcomes. In an organisation, leaders guide the employees regarding the achievement of career goals through a coaching style. As  an example, Unilever has developed a new style of training named 'train the trainer' for accelerating trainers compatibility to guide the trainees (Unilever, 2023). However, the overview of Instant pay off model instigated the coaches to identify the issues, expecting the ideal outcomes and paying off into blocks that existed in employees. Moreover coaches are brainstorming in addressing the blocks to minimise the shortcomings. In the process of addressing the problems and finding solutions, coaches can guide employees in acknowledging and completing tasks within the time and strengthening the time management skill as well. Mentoring is a process of sharing learning experiences, knowledge, and opinions to mentor less experienced individuals. In order to  mentor an individual, the mentor should develop healthy communication and interaction with mentees to mentor them well and help them in enhancing their performance. 
[bookmark: _Toc152889519]Evaluating similarities and dissimilarities among coaching and mentoring
Similarities between coaching and mentoring lie in the fact that both methods has supported individual in developing their personal and professional development. Coaching and mentoring are both the process needed to sustain a good and healthy professional relationship between mentors and mentees. Both the learning methods helped individuals in developing learning and stepping forward in achieving success. However, an individual or people group can be facilitated by developing clear objectives and obtaining clear guidelines from coaching and mentoring. On the other hand, author Murray (2023), has stated that the coach developed a formal structured program where mentors build an informal structured working process to deal broader framework. Moreover, coaching is a short-time-interval process while mentoring lasts for a longer period. In addition to this, a coach can be a line manager whereas a mentor cannot be a line manager.
[bookmark: _Toc152889520]Comparing coaching and mentoring with two other learning initiatives
Coaching and mentoring are some of the most applicable learning initiatives. On the other hand on-job-training and auditing-measuring are other learning initiatives, which can have a significant impact on accelerating an employee performance. According to Forbes report (2018), an on-job training program helps an individual anticipate the responsibilities and be aware of the functioning that happens in the organisation whereas auditing and measuring is a program that guides employees in assessing their strengths and weaknesses and recognising the areas that need to be improved. The theoretical perspective of Clutterbuck’s Four Styles of Helping model explores the four styles of coaching such as 'tell', 'show', 'suggest' and 'stimulate' Clutterbuck explains that coaching is a stimulator style that presents the coach behaving like a mentor through suggesting best options and stimulating individuals in achieving the goals. As a comparison, it has been proved that coaching and mentoring programs guided individuals after reviewing employees performance where on-the-job training provides opportunities to develop an idea of tasks and responsibilities. On the contrary, in auditing-measuring, individuals are being tested by the higher authorities and through this, people can understand the program better. However, the coaching and mentoring programs provided opportunities to learn something new and apply it into action.    
[bookmark: _Toc152889521]Assessing tangible and intangible benefits of coaching and mentoring to employers and employees
Coaching and mentoring have benefitted organisations such as Tesco in retaining and accelerating the number of employees. The productivity of the organisation has been increased through coaching and mentoring programs. Moreover, the enhancement of productivity strengthens the “Return on Investment” (ROI) of an organisation and facilitate the investment by obtaining sales growth and net profit. The coaching and mentoring helped the organisation in enhancing brand value, equity, and competitive edge in the market. 
This is an example of intangible benefits that organisations promote through coaching and mentoring learning initiative. Moreover, coaching and mentoring are helpful for employees as through the learning initiatives, people can accelerate expertise and boost existing skills and capabilities. However, employees can adopt the tactics of leading a team through the understanding of coaching and mentoring programs. Moreover, the theoretical overview of the GROW model has explored the core insight of four elements 'goal', 'reality', 'options' and 'will', where goals define the targets and aspirations,  reality expresses the current situations with  internal and external barriers. 
[bookmark: _Toc152889522]2.2 Task 2: Evaluating the line manager as a Coach/Mentor,
[bookmark: _Toc152889523]Examining the multi-facing role of line manager as a coach
Line managers such as coaches play a vital role in improving employees and organisational performance. The coach is in the role of providing detailed feedback to employees to help people improve their performance through the lens of addressing their shortcomings and strengths as well. In the workplace, coaches have the responsibility of working with employees to analyse their progress and suggest practical advice for accelerating their improvements. Author Diller et al. (2020), has stated that coaching style has helped employees in controlling the quality of work.
In addition to this, coaches as line managers are responsible for submitting regular reports regarding employees’ performance and building training sessions according to the performance progress.
[bookmark: _Toc152889524]Highlighting benefits or drawbacks of line managers as coach
Coaches in the workplace are responsible for guiding the individuals through suggesting the best options for enhancing performance growth and retaining them for long-term perspectives. The key benefit of appointing coaches in the workplace, lies in the initiation of enhancing employee retention, improving customer’ satisfaction and achieving profitability objectives. It has been evident that Marks and Spencer (M&S) has generated revenue earning of 11.9 billion British pounds (Smith, 2023). This has proved the benefits of appointing coaches as line managers in the organisation. On the other hand by having a stereotype mindset, preferences of providing extra attention to specific employees and unawareness of the company's goals and profit objectives are the key drawbacks that coaches inherit in roles. 
[bookmark: _Toc152889525]Skills and behaviour needed for success
It can be stated that effective skills and behaviour could help to manage the staff and therefore ensuring better productivity. In this way, effective skills including focused leadership, effective communication, strategic thinking, emotional intelligence and decision-making skills could be helpful for coaching and mentoring (Phillips-Jones, 2023). It could help to understand the other people based on which effective knowledge development could be ensured. Moreover, Clutterbuck’s four-style model ensures the four distinct behaviours such as directive, non-directive, stretching and nurturing (Clutterbuck, 2022). In this context, the directive and nurturing behaviour of a coach or mentor could help in directing the people towards the goal and nurture their knowledge and self-development for a high-performance outcome. In this way, the overall productivity of the tasks could be high.
[bookmark: _Toc152889526]Need for Line Managers to understand the ways of applying coaching models in practice
For the line managers, it is crucial to have a clear understanding of the proper methods when implementing coaching models. As leaders move towards the path of guiding and teaching their subordinates, one thing that they focus on in identifying the requirements of the coachees, so that the best model/approach of coaching can be implemented for the majority of them. Having the understanding of the coaching models can help the line managers (Swift, 2023). For this reason, it is crucial for the leaders and managers to learn while carrying out their job roles, as this will allow them to gain practical learning experience, and they will become skilled at applying the suitable models based on the needs of the specific groups. This understanding can support the selection of the coaching styles, which will allow the trainees to receive fair chance of growth and development (Indeed UK, 2019). Additionally, the line managers should learn from the examples of successful business leaders, who have coached their subordinates to become proficient at their job roles. This will allow them to avoid problems related to coaching an organisational team. 
[bookmark: _Toc152889527]2.3 Task 3: Critically evaluating role of coaching and mentoring in building resilience and dealing with change
[bookmark: _Toc152889528]Defining resilience and change management
According to Wiig et al. (2020) the capacity to bounce back and adjust while preserving stability in the face of disturbances is known as resilience. The goal of change management is to assist people and organisations in making changes and to encourage acceptance of new procedures or organisational structures (Conz and Magnani, 2020). While change management ensures a smooth and purposeful evolution by aligning stakeholders with different initiatives, resilience builds the strength to withstand challenges. Both ideas are essential for surviving in today’s changing surroundings: change management helps with transitions and resilience gives you the strength to persevere through them, which eventually promotes growth and sustainability. A very structured method for moving people, groups, and organisations from one desired future to another is called change management. It needs organising, carrying out, and maintaining change with a small number of negative effects and the highest amount of good (Hillmann and Guenther, 2021).
[bookmark: _Toc152889529]Acknowledging existing and emerging drivers of change in workplace
Manley and Jackson (2020)  argued that the workplace is continually shaped by a multitude of existing and emerging drivers of change. Rapid technological evolution including artificial intelligence and automation transforms workflows and job requirements prompting ongoing adaptations. Demographic changes such as an ageing workforce and diverse generational dynamics influence workforce expectations and communication styles.
According to Kraus et al. (2021) emerging drivers include the increasing importance on remote work and virtual collaborations accelerated by the global responses to events such as the Covid-19 pandemic. Environmental sustainability concerns are driving organisations towards eco-friendly practices influencing policies and infrastructure. Furthermore, expectations around diversity and equity are driving organisations to re-evaluate their cultures and policies (Deloitte. 2023). The evolving nature of work itself with a focus on creativity, innovation, and employee well-being is reshaping traditional organisational structures. Adapting necessitates proactive leadership continuous learning and a resilient organisational structure that embraces change. Acknowledging and understanding these influences is crucial for creative workplaces and employees that thrive amongst ongoing transformations.
[bookmark: _Toc152889530]Ways of managing change impact in workforce
Transparent communication, employee involvement, and continuous training are all necessary for managing the effects of change in the workplace. Li et al. (2021) suggested that creating a welcoming environment where wrong doing are handled encourages employee to commit.  Acknowledging and applauding successes during transitions raises spirits and motivates them to work harder for long-term value. Moreover, asking for input and modifying plans considering employee observations improves flexibility. When combined with compassion and responsiveness, a well-organised change management plan reduces resistance and makes the workforce’s transition easier.
[bookmark: _Toc152889531]Ways resilience helped workforce in dealing with change through the lens of coaching and mentoring
In the workplace, resilience is fostered by coaching and mentoring, which helps people to deal with change in an efficient manner. Vlachopoulos (2021) suggested that employees could explore difficulties and create coping mechanisms in a safe environment with coaches who promote emotional resilience. Mentors provide advice based on their own experiences, fostering flexibility and self-assurance. Employees receive the individualised support they need to face uncertainties, grab opportunities for learning, and overcome setbacks (Brewer et al., 2022). The dynamic between coaching and mentoring encourages a knowledge-sharing culture that supports ongoing professional development and helps employees develop a resilient mindset that allows them to flourish in the face of change. 


[bookmark: _Toc152889532]2.4 Task 4: Own performance in the peer coaching exercise
[bookmark: _Toc152889533]Reflective analysis of coach’s performance – GROW model


Goal:
[bookmark: _Hlk152795169]My goal for the coaching session was to guide Laura to discover a solution for her time management problem in the workplace, by making sure the solutions found will take a huge pressure of Laura’s shoulders and allowing her to enjoy a well deserved work-life balance.
[bookmark: _Hlk152795485]Reality:
[bookmark: _Hlk152795503]The positive starting point for the couching session is related to Laura’s willingness to ask for support  and to be resilient, therefore only by listening and empathizing with Laura was going to unveil  a solution.
[bookmark: _Hlk152795686]Options:
[bookmark: _Hlk152795703]Throughout the entire session I have supported Laura in looking for possible options to solve her time management problem. By focusing on Laura necessity to solve her problem, by asking the right questions allowed Laura to come up with own ideas such as communicating her ideas/feelings  to her manger during staff meetings, advising her patients so they become aware of their dental health or  being more prudent and say no, when  feeling to overwhelmed. 
Will:
After listening to Laura’s own solutions , I have encouraged her to make an action plan in overcoming her time management problem  and I have also suggested a follow up meeting to see how Laura’s plan is  progressing  in the future.



[bookmark: _Toc152889534]PDP plan
	Objectives
	Date
	Activities

	Developing empathy skills
	4 weeks 
	· Understanding and sharing feelings of others 
· Volunteering in community activities 
· Reflecting on your own experiences 

	Improve listening skills
	6 weeks 
	· Actively listening to everyone 
· Pay attention to body language and make eye contact
· Asking open-ended questions 

	Problem-solving skills 
	8 weeks 
	· Setting achievable goals 
· Time management 
· Providing guidance and not solutions to help evaluate the situations 


[bookmark: _Toc152889535]Experience
I feel that the entire coaching conversation  has been quite interesting as it provided an assumption of how problem-solving skills and talking to someone about the problems can improve the entire issue and provide suggestive measures. I feel that I am good at communicating and explaining the situation, which also benefited me regarding understanding my own opinions and understanding,  the potential outcomes can be if I further improve my listening skills. In the beginning I struggled  with understanding the different attributes of the models. However, after I figured that time helps with the initiative processes of memorising and understanding new informations. Over the course of few weeks  I improved my professional efficiency and  become a better communicator by developing the entire scenario and the project well. Regarding my coaching and mentoring skills and their development in the future I am looking forward to becoming more empathetic and flexible regarding the situations so that I can also provide collective guidance and measures to overcome barriers that other individuals may face.
[bookmark: _Toc152889536]Effectiveness of Pay off model and preference for Grow model as an alternate
The Pay-Off approach, which places a strong importance on accountability and goal setting, has some utility in coaching and mentoring. As an alternative, the GROW model, which stands for Goal, Reality, Options, and Will, is frequently used. GROW model takes a more comprehensive approach by examining the mentee's present situation, coming up with several solutions, and fostering a sense of dedication. This paradigm fosters sustainable growth by promoting self-discovery and a deeper comprehension of obstacles. Grow is especially effective because of its flexibility, which enables coaches and mentors to customize their methods to meet the needs of everyone. This leads to the promotion of skill development and personal empowerment.
[bookmark: _Toc152889537]3. Conclusion
The Pay-Off method, which emphasizes goal setting and accountability, can be useful in coaching and mentoring. The Grow model, which stands for Goal, Reality, Options, and Will, is another commonly utilised alternative. GROW model adopts a more thorough strategy by assessing the mentee's current circumstances, formulating multiple options, and encouraging a commitment. Managing change in the workplace requires open communication, employee involvement, and relevant training, among other things. Providing a friendly atmosphere where obstacles are addressed, promotes employee acceptan and commitment. Giving people access to support networks like counselling or mentorship helps them navigate uncertainty. Additionally, flexibility is increased by soliciting feedback and making plan modifications considering staff observations. 
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