Part 2: Written Reflection 
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[bookmark: _Toc86349165]Introduction
Coaching and mentoring are followed by the organisations in their operations in order to ensure the existence of employee effectiveness and help in their development. The organisations tend to adopt these practices in the operations and follow necessary sets of actions that are helpful in building quality. The organisations tend to adopt these practices in their operational environment and use appropriate prospects that can be used for gaining growth and maximising the credibility of the employees (Serrat, 2017). This report will be focused on evaluating the similarities and differences of coaching and mentoring and also define 2 interventions that can be used for learning in the organisations. This will also address the tangible and intangible benefits of these prospects. Further, this will evaluate the line manager as coach or mentor in the operational context and also assess their skills and behaviours. This will also be focused on evaluating the role of coaching and mentoring within the operations in dealing with the change and building organisational resilience. At last, the research will be focused on evaluating personal performance and reflecting on the major prospects using appropriate models and practices.
[bookmark: _Toc86349166]Main findings
[bookmark: _Toc86349167]Defining coaching and mentoring
Coaching can be defined as the approach that is used in the operations for ensuring effective interaction and working, these prospects are focused on the development of the individuals. This is followed in the operations by partnering and engaging in the interaction which helps the individuals in processing their thoughts and gaining awareness of the prospects that can be used for their development (Coaching, 2019). There is a number of instances that affect the people on the operational front and there is a need of taking appropriate actions one among them is career tracks. The employees develop career goals but tend to fail in coping with them because of certain issues in the operations. In such cases, coaching helps them in understanding the operations and strategizing the prospects that can be used for growth. In operations, there are numerous models of coaching that are used in operations two of them are GROW (Kurz et al., 2017).
GROW model – this follows 4 stages i.e. goal, reality, options and wrap up. This model helps in the operations by providing effective coaching and assistance because this initially tends to define the goal that the client is willing to achieve, and then the focus is on the position of the individual and the issues faced by them in the operations. Understanding these prospects helps in determining the options and solutions that can be used for resolving the issues and then the coachee is needed to be focused on the developmental prospects (Attanasio, 2016).
Mentoring–mentoring is the practice followed in the operations that are related to the sharing of experiences and advice. Mentoring can be considered as the practice that is followed by the individuals in the operations under which a person shares their experiences and knowledge from the instances that occurred to them in the form of advice and learning. This is to help and guide the individuals and assist them in gaining an effective position in the operational context (Alred and Garvey, 2019). Mentoring is followed in the operations at different instances, the operational activity under which the senior employee shares their experiences and plays the role of advising and counselling the junior employees and trainees.
[bookmark: _Toc86349168]Similarities and differences between coaching and mentoring
	Coaching 
	Mentoring

	Coaching is followed for the development of a person and their growth (Garvey et al., 2021)
	Mentoring is also followed in operations for the development of individuals (Bachkirova et al., 2015)

	Coaching is a participative process and is non-directive in operations
	Mentoring is more of directing and advising which is based on one's experiences 

	In coaching the coach and coachee are at the same level and there is no experience needed in operations
	In mentoring mentor is more experienced than mentee and are superior to them in operations (Garvey et al., 2021).

	Coaching can use the principles of mentoring i.e. sharing experiences (Stokes et al., 2020)
	Mentoring also follows the principle of coaching like asking questions to gain insights.


[bookmark: _Toc86349169]Clutterbuck’s Four Styles of Helping
Within the operational environment of an organisation, there are numerous ways of helping the employees. helping is defined in 4 basic styles by Clutterbuck and these types are coaching, guiding, networking and counselling. These are different prospects that are focused in the operations for helping the people in the operations and assisting them to learn necessary sets of prospects (Clutterbuck, 2014). Considering the operational prospects coaching and mentoring are the prospects that are focused on assisting the people to develop their operational capability as well as to attain effective growth learning through the experiences of others. Whereas networking is sharing, trussing and assisting others in attaining their goals and counselling is the practice that is followed in operations to assist the individual to recover from past problems and suffering. This makes them evidently different from the prospects of coaching and mentoring (Golder et al., 2019).
[bookmark: _Toc86349170]Multi-facing role of the line manager
Line manager has different roles in operations they are required to manage employees and staff members. They take part in the operational practices and are required to manage the duties and responsibilities of the employees in day to day work. They are required to report the operational information to the management and ensure stability effective compliance of the team members and they tend to ensure it by providing them appropriate guidance. Line manager has to follow numerous roles like a manager, a leader, a coach and a mentor, this is because of their responsibilities. Line manager holds the responsibilities of managing employees ensuring their effective compliance with the operation fulfilment of target, they are required to ensure the development of the staff and tend to plan train coach and mentor the team members in the operations. They also tend to have eyes on the operational budget and conduct employee management practices. Another role followed by them is employee interview and their hiring (Guest, 2021). 
There are numerous tasks that are needed to be fulfilled by the line manager in their work and they are required to fulfil the organisational needs. Management of the team and employees requires the line manager to follow necessary sets of practices that can be used for maximising engagement. They have effective experience of organisation and its operations and their experience and knowledge, as well as the level of understanding, can be used for mentoring and coaching the employees. This might act as effective prospects that are beneficial for the organisation and can be used for ensuring the effectiveness of the employees and team members in the operations such that their performance can be maximised and used for growth (Crawshaw and Game, 2015).
[bookmark: _Toc86349171]Benefits and drawbacks of line manager as coach or mentor
Considering the role of the line manager it can be stated that they tend to interact with different employees in the operations. They are also required to manage the performance of the employees and help them get stable with the working such that the growth and effectiveness can be maximised. There are numerous benefits of line manager as coach/mentor (Ahmadzadeh et al., 2017):
· They play a major role in the induction of new employees in the workplace as they can help them in learning necessary prospects. They help the new employees to get familiar with the corporate culture and actual operational prospects.
· The line manager can also provide the employee's assistance with the job rotation, sharing or extension of assignments; they can share their experiences and help them to learn necessary prospects related to the operations.
· The line manager can provide continuous learning in the practice and this can be used for increasing the growth and effectiveness as well as development of operational capability. 
Drawbacks of line manager as coach or mentor (Smith, 2019):
· This might limit the learning opportunity of the employees in the operations, as the line manager will only train as per their experiences
· Line managers as coaches or mentors can also affect the performance of the operational department and reduce the management because of lacking communication.
[bookmark: _Toc86349172]Skills and behavioural needs for success as a coach 
Skills that are necessary for success as a coach are as follows (More and Cameron, 2015):
· Listen with Curiosity
· Take in What You Hear
· Reflect with Accuracy
· Questioning for Exploration
· Provide Feedback for Development
[bookmark: _Toc86349173]Resilience and change management
Resilience can be defined as the behavioural tendency and quality that allows a person to bear with the critical situations and problems in their life and get back with a stronger will and capabilities. This can be defined as the aspect that allows an individual to deal with the complexities in the operations in an effective manner and instead of getting affected and quitting they return with the perception of growth and development. Resilience is a necessary factor as this helps an individual in dealing with the developed complexity and also assists them in their betterment and growth (Grove, 2018).
Change is an evident part in the operational part and there is a certain level of changes that are identified in the working and used for attaining growth and betterment. Change can occur or can be adopted in operations for various reasons. But considering the operational prospects and requirements, there is a need of taking effective steps in the operations for managing the change. Change management is a logical and organised approach that is followed in the operations to deal with the transformation and transition occurring in the working at the core and operational levels. The focus of change management is on implementing strategies and making adoptions that can help people in dealing with change and also implement strategies that can be used for controlling the effectiveness of change (Hayes, 2018).
[bookmark: _Toc86349174]Drivers of change in the workplace 
The change within a workplace can occur because of numerous reasons and this reason can occur because of the internal prospects such as organisation’s ownership or technological transitions or because of the external factors such as customer influences, government regulations. The major drivers of changes that are identified in the external and internal environment of the workplace are as follows (Al-Haddad and Kotnour, 2015): 
· Change in organisations ownership
· Increase in customer pressure
· Competition
· Technological transition or development
· Government regulations and also industrial regulations
· Organisations productivity and performance
[bookmark: _Toc86349175]Impact of poorly managed change on the workforce 
Poor management of change holds a major impact on the operations of the organisation. This affects the stability in the operations and proposes different scenarios that hold an impact on the credibility and effectiveness of the employees in the operations. if the changes are not managed appropriately then this will affect the performance of the workforce and develop resistance and develop obstacles in its adoption. This will hold a direct impact on the performance of the employees and their perception which will cause instabilities in the workplace, delays in task completion, improper working and overrun of budget. This can affect the operational capabilities of the organisation and result in a huge loss in their operational prospects (Starnes, 2016).
The overall impact of poorly managed change over the workforce is it can turn out to be a major drawback in the workforce context of the organisations. This will minimise the compliance of the employees with operations increase resistance, increase the time consumption by minimising their productivity and also affect their capability. This holds an impact on employee morale and minimises their perception that leads to reduced employee retention and increases employee turnover within the workplace (Smollan, 2015).
[bookmark: _Toc86349176]Coaching and mentoring for building resilience and its impact over the workforce in dealing with change 
[bookmark: _GoBack]Coaching and mentoring can be used for building resilience in the employees, this can be used for increasing the level of employees level of compliance in the working and can be used for growth and betterment. Through coaching and mentoring organisation can teach the employees prospects that are helpful in dealing with complex issues. This can help in maximising the employees level of understanding as well as assist in building their resilience, which is a positive prospect in terms of boosting their morale and motivating them to comply with the operations in terms of change in the operational environment (Neupane, 2015).
[bookmark: _Toc86349177]Reflection 
Engaging in this practice has helped me in gaining an effective understanding of the operations. This had helped me in learning that in the operational environment people suffer to an extent and there are numerous instances that affect their performance. In many cases, I get to learn that majority of the problems faced by individuals are developed because of peoples own mistakes and lack of understanding and ineffectiveness in performing their assigned roles. Based on the Gibbs reflective cycle further reflection will be represented. Engaging in the practices had helped me in learning about coaching and mentoring and also increased my capability to interact and deal with people. But this had made me feel that people often complicates thing in their operations even though they are capable enough of performing necessary practices by themselves (Adeani et al., 2020). 
On evaluating the operational prospects I learnt that I was able to take effective actions in the operations and had been able to help the people in the operational context. I had taken part in the activity in an effective manner and also took appropriate steps such that I can ensure that I can coach appropriately. But still, there was some sort of lacking that affected my capabilities and minimised my appropriateness as a coach. Hence it can be stated that I have to engage in effective sets of practices in terms of gaining growth as a coach and ensuring development in terms of coaching people. In the overall practice, I had identified that there is a requirement of developing my communication skills such that I can ensure effective listening in the operations and be a better coach (He et al., 2018). 
Personal development plan for respective skills of coaching (Grit et al., 2019)
	Skill
	Practices
	Benefits
	Time duration

	Communication skills
	Reading books and learning about the prospects and practising the learnt prospects
Actively taking part in one on one conversations and paying attention
	Increased interactive skills, engaging communication better listening skills, emotional intelligence and capability to communicate and understand other person views
	6 months

	Coaching 
	Actively engaging in coaching activities, learning different prospects, coaching people and collecting feedbacks and practising them
	Helping in development as an effective coach 
	8 months


From all the models of coaching instant payoff is an appropriate model that helps in coaching individuals effectively. This model helps in coaching individuals in operations while interacting and by questioning. This does not work by blaming for evaluating rather this allows the coachee to understand the barriers and obstruction identify the operations that can be used to resolve the issues.
[bookmark: _Toc86349178]Conclusion
Based on the above discussion it can be stated that coaching and mentoring holds an effective role in the operations and there is the necessity of ensuring these prospects. This had helped individuals in increasing their capability and increasing their compliance in the operations. Coaching and mentoring can be used in the operational environment to help and assist individuals in their development and growth and overcoming the areas where they lack.


[bookmark: _Toc86349179]

References
Serrat, O., 2017. Coaching and mentoring. In Knowledge Solutions (pp. 897-902). Springer, Singapore.
Coaching, D.B., 2019. Definition coaching.
Kurz, A., Reddy, L.A. and Glover, T.A., 2017. A multidisciplinary framework of instructional coaching. Theory into practice, 56(1), pp.66-77.
Attanasio, F., 2016. Understanding Coaching. Lulu Press, Inc.
Alred, G. and Garvey, B., 2019. Mentoring. Pocketbooks.
Garvey, B., Garvey, R. and Stokes, P., 2021. Coaching and mentoring: Theory and practice. Sage.
Bachkirova, T., Arthur, L. and Reading, E., 2015. Evaluating a coaching and mentoring programme: Challenges and solutions. International coaching psychology review, 10(2), pp.175-189.
Stokes, P., Fatien Diochon, P. and Otter, K., 2020. " Two sides of the same coin"? Coaching and mentoring and the agentic role of context. Annals of the New York Academy of Sciences.
Clutterbuck, D., 2014. Everyone Needs a Mentor Fostering Talent in Your Organisation 5th e.d. London: Chartered Institute of Personnel and Development.
Golder, G., Keyworth, A. and Shaw, C., 2019. Models of mentoring. In Mentoring Design and Technology Teachers in the Secondary School (pp. 1-12). Routledge.
Guest, D.E., 2021. The role of line managers in the HRM process. In Handbook on HR process research. Edward Elgar Publishing.
Crawshaw, J.R. and Game, A., 2015. The role of line managers in employee career management: an attachment theory perspective. The International Journal of Human Resource Management, 26(9), pp.1182-1203.

Ahmadzadeh, S., Siyadi, S.S. and Salajgheh, S., 2017. Examining the relationship between manager-as-coach and employees turnover: By explaining the mediating role of job attitudes. Organizational Behaviour Studies Quarterly, 6(1), pp.57-80.
Smith, H.A., 2019. Manager as coach characteristics for dealing with team challenge. Journal of Work-Applied Management.
More, K. and Cameron, E., 2015. Notational analysis of coaching behaviour. In Essentials of performance analysis in sport (pp. 350-362). Routledge.
Grove, K., 2018. Resilience. Routledge.
Hayes, J., 2018. The theory and practice of change management. Palgrave.
Al-Haddad, S. and Kotnour, T., 2015. Integrating the organizational change literature: a model for successful change. Journal of organizational change management.
Starnes, D.B., 2016. Exploring the influence of context on resistance to organizational change within a virtual faculty workforce (Doctoral dissertation, Walden University).
Smollan, R.K., 2015. The personal costs of organizational change: A qualitative study. Public Performance & Management Review, 39(1), pp.223-247.
Neupane, R., 2015. Effects of coaching and mentoring on employee performance in the UK hotel industry. International Journal of Social Sciences and Management, 2(2), pp.123-138.
Adeani, I.S., Febriani, R.B. and Syafryadin, S., 2020. USING GIBBS’REFLECTIVE CYCLE IN MAKING REFLECTIONS OF LITERARY ANALYSIS. Indonesian EFL Journal, 6(2), pp.139-148.
He, K.N., Parkinson, L. and Doyle, A.K., 2018. Gibbs’ Reflective Cycle.
Grit, R., Guit, R. and Van der Sijde, N., 2019. Managing your competencies: personal development plan. Routledge.
