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Executive summery 
research suggest both mentoring and coaching as learning interventions could be utilised in a variety of firms and it can be comparable in certain areas but unique in others. Based on the organization's growth, some organisations favour coaching while others choose mentoring. Both coaching and mentoring have been shown to provide both intangible and tangible benefits. direct Learning and training are two other learning approaches that have been discussed. These aren't as well-known as coaching and mentoring. Both coaching and mentoring are more extensively employed, and they are anticipated to remain to evolve over time to keep up with the way the businesses operate. 
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1.0 Introduction
By using Clutterbuck’s four styles of helping, inside this report, there will be a discussion of how coaching and mentoring relate to two different learning interventions, as well as the advantages that may be seen inside any company that employs these techniques with co-workers and employees. The report will also critically evaluate the similarities and differences of coaching and mentoring it will also look at line managers as coaches/mentors by using both models GROW and OSCAR. 
Similarities and differences between coaching and mentoring. Both are employed in a variety of settings, including companies, schools, and colleges. They have a lot of similarities, but they also have a lot of variances. They are both helpful in enhancing individuals' skills and have gained in favour among businesses that use them to improve their workers' talents. Coaching and mentoring have had an outstanding effect on teaching and learning. Coaching differs from mentoring in that it focuses on the present requirements of the person being coached and is frequently adapting to change in their productivity. However, with mentoring, particularly formal mentoring, the emphasis will be on the career, with the mentor being the more established, experienced employee who would 'educate' the employee about the company and how to identify their upcoming route within it.
The report will also examine and evaluate by using the personal reflection of a peer coaching exercise the writer was involved in by using relevant reflective cycles and coaching models, it will present an honest and transparent reflection highlighting the strengths and weaknesses of the writer then will be a personal development plan included.  












2.0 Main findings
2.1 Define coaching;
Coaching, along with many other developing professions, has battled to define itself. Some of the reason for the need of clarity concerning the concept of coaching, according to Parsloe and Wray (2000), is that "we are in the midst of an intellectual revolution." The term 'coaching' may refer to a type of mentoring (for example, sports coaching), and this interpretation of the phrase has been extended in areas like the workplace and education, contributing to mistaken. Although there was some consensus on the differences among mentoring (instructional) and coaching (non-directive), the lines between the two were not established firmly. (Parsloe and Wray,2000). Coaches, business coaches and sports coaches who help people reach specific goals all fall under the category of coaching, which is a sort of leadership that is responsible for the success of both teams and individuals. (Mar, A. 2015). Coaches help new employees in the development of critical work skills like technical skills and communication. This is beneficial to the company because training programmes expand skills and make it possible for them to achieve a competitive edge. (Indeed. 2021).
2.1.1 Define mentoring;
David Clutterbuck identifies mentoring as a more experienced person who is eager to share information with people less educated in a sense of general trust.       (Clutterbuck, 1991). Mentored employees have regularly been proven for being more content and dedicated to their careers as non-mentored employees, according to research. (Wanberg, Welsh, & Hezlett, 2003). Coaches do not need to be familiar with the coachee's field of employment. The coach could be an impartial third-party expert with coaching experience. Mentoring is usually a planned matching of a more talented or knowledgeable individual (often in much the same area of employment) with less skilled individual. Coaching approaches can be successfully used by line managers in the management and development of team members. Mentors should ideally not report to the Mentee's line manager.
2.1.2 Similarities and differences between coaching and mentoring;
Both are employed in a variety of settings, including companies, schools, and colleges. They have a lot of similarities, but they also have a lot of variances. They are both helpful in enhancing individuals' skills and have gained in favour among businesses that use them to improve their workers' talents. Coaching and mentoring have had an outstanding effect on teaching and learning. (Skillpacks 2021). Coaching differs from mentoring in that it focuses on the present requirements of the person being coached and is frequently adapting to change in their productivity. However, with mentoring, particularly formal mentoring, the emphasis will be on the career, with the mentor being the more established, experienced employee who would 'educate' the employee about the company and how to identify their upcoming route within it. (Fiona 2021). 2.1.3 Comparison of coaching and mentoring;
Coaching and mentoring enables employees to learn new skills and refine certain management skills. It can vary from learning how to communicate a better understanding of how to provide excellent feedback. Every one of these skills will benefit managers to help and enhance their staff. (Lee, 2020). 
there are Different learning interventions that could be employed in addition to mentoring and coaching. Regularly assessing engagement, for example, they will assist managers in overcoming difficulties before they can become a serious issue. Organizations will get better by highlighting what is working effectively and engaging with both the departments or poorer teams. Staff will feel cherished and trusted if you ask for their opinions. Sharing important data with all employees will aid in the development of a positive culture. Employees may be asked to participate in a survey by their employers, however the data are not often used successfully and efficiently. When launching an engagement survey, start by thinking about the impact you want to make. All employees require trust from their bosses and co-workers; holding meetings about changes, as well as communicating all data, will enable them to feel secure regarding the future of the staff. (Nutcache. 2021). Among the most prevalent challenges which an executive coach faces while working with people is time management. However, most of the same ideas relate to whether the team manages its constrained time and energy resources. (Clutterbuck 2007).
Direct learning;
self-directed learning is a technique that allows single people in the company to take charge of their own learning by picking their own learning assignments based on their unique tasks and objectives. Self-directed learning has risen in importance and value for businesses of all kinds in recent years. (Bigthink 2017). Coaching is effective in reducing the delay and making it easier to achieving the final goal it also satisfies employees and helps others. (PubMed 2021). According to a slew of studies, massive amounts of employee engagement contribute to measurable benefits for companies. Employee engagement, according to occupational psychologists, is more like a frame of mind wherein individuals display energy, concentration and dedication in their work. Put simply, employees are concerned. And also, because they engage, they enjoy and excel in their jobs.
Training; 
Employee training and development refers to learning programmes within a workplace that are intended to enhance the staffs understanding and abilities while also providing instruction and direction on how to perform specific activities more efficiently. (Explore 2021). Learning new skills and information in relation to a present function is what training entails. Development refers to a person's ability to acquire new skills. ASDA employs both to further its mission and to improve the company and its employees. They also develop employees at all levels through on-the-job and off-the-job training. (The times 100 business case studies 2021)
2.1.3 Benefits of coaching and mentoring to employee and employer;
There are indeed tangible and intangible benefits for the organisation. Many employees successfully complete their probation terms, which benefits the company. Mentoring fosters passion, togetherness, and expertise, and has a favourable effect on the company's core culture through supporting organisational principles, standards and norms. (Williams, 2000)
2.2 Critically evaluate the line manager as a coach/mentor; 
One of the main responsibilities of a line manager would be to educate the staff members. Coaching and mentoring are among the most successful and very well-defined techniques for aiding others in their growth. It's critical to think of coaching and mentoring as two separate but complimentary partnerships that actually occur in a trusting setting. Mentoring usually focuses on topics related to career advancement and frequently emphasises role modelling. (Barber 2018).
2.2.1 Discuss the multi-facing role of the line manager;
Line managers are quite important both in staff management on a daily basis and performance, as well as in the fulfilment of Human resource and other company policy, also in promoting the team's growth. This is very true in companies in which these activities are delegated to line managers. It is vital to pay close attention towards how line managers hire, supervise and train to ensure that they stay effective in their roles. (CIPD 2020).
2.2.2 Benefits and drawbacks of line managers as coaches/mentors;
In contrast to any official programs which they will be involved with, line managers frequently conduct informal coaching and mentoring to their co-workers. A line manager, for instance, might hold a meeting throughout a break at work. Each team could address current concerns and brainstorm solutions throughout the meeting. (Richardson 2021). There are a few drawbacks of a line manager being a coach/mentor, such as There may be an increase in bitterness, it may cause troubles with loyalty and it has the potential to cause dependency concerns.
2.2.3 Skills needed for a successful coach;
Managers who excel at coaching get the respect and admiration of people with whom they work. They employ coaching skills and tactics to help them build deep ties and acquire others' trust. A coaching methodology can help employees, teams, and organisation increase productivity, employee satisfaction and culture by integrating it into your leadership plan. There are eight basic coaching abilities that will assist leadership in leading a company to success: 
1. Empathy
2. Curiosity
3. Positivity
4. Persistence
5. Innovation
6. Communication
7. Sincerity
8. Guidance
2.3 Evaluation of the coaching and mentoring role in building resilience;
Mentoring aims to develop knowledge, which is defined as the capacity to adapt knowledge, skills and experience to unfamiliar circumstances and procedures. Coaching focuses on achieving extremely specific goals within a specified time frame. Coaching focuses on improving goals and providing specific abilities. (Michael, 2008).
2.3.1 define the terms ‘resilience’ and ‘change management’;
A systematic strategy to coping with both the transition or transformation of a company success, procedures, or technology is known as change management. The goal of change management is to put in place techniques for bringing about change, managing it, and assisting employees in adapting to it. An organised method for seeking a change, as well as systems for reacting to and checking up on inquiries, are examples of such tactics. (Pratt, M. 2021). The capacity to overcome misfortune and recover from stress is referred to as resilience. People who are resilient do not live without suffering, emotion turmoil or stress. Some individuals confuse resilience with mental strength, but resilience also entails overcoming emotional anguish and suffering. People require resilience because it offers them the ability to absorb and overcome adversity. Those who have low resilience are more likely to become stressed and resort to negative coping techniques. To conquer issues and work through difficulties, resilient people draw on their abilities and safety nets. (Hurley, K. 2020).
2.3.2 The drivers of workplace change;
External powers include factors such as suppliers, markets, clients, governments, customers, competitors, economic climate, communication technology systems,
labour unions, financial institutions, levels of unemployment, economic information and political ideologies, globalisation of trade and demographic changes. According to Lunenburg (2010). Internal driving forces involve factors such as technological capacity, organisational culture, organisational systems and structures, and financial management.
2.3.3 How resilience helps the workforce deal with change;
Resilience can help workers cope with workplace challenges more simply and clearly by preventing bad emotions and thoughts without clouding their decision. employees can develop a common platform and a productive resolution when they concentrate on addressing the problem instead of pointing fingers. A resilient team helps your company in a variety of aspects, not the smallest of which is that it makes employees more engaged, able to deal with change, and less prone to exhaustion. It also enhances employees' general health, as workplace resilience and wellbeing are intertwined. Improved mental health leads to lower absences, which enhances employee performance across the board. (Burton, L. 2020).
2.4 Evaluation of peer coach performance;
By use Landsberg Instant Pay Off Model:
The issue Vlad had was he was finding it hard to do both uni work around his full-time job but did not want to give up anything. 
Myself and Vlad came up with some ideas and sorted out the problem.
We both listed the obstacles that was in the way and worked around them. 
By using Gibb’s framework, a reflection on how the coaching exercise went
I found that the conversation was managed well and I feel that there was good evidence that Landsberg was used, I felt that I used both open and closed questions with good follow up probing questions in order to elicit the main problem at hand, I remained focused on the main issues also I gave good feedback and responses achieved, some time there was minor distractions and my body language could have been more evident. I found that the Instant Pay Off model was really effective and would use it again.  









2.4.1 Personal development plan
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3.0 Conclusion 
As this reflection demonstrates, research suggest both mentoring and coaching as learning interventions could be utilised in a variety of firms and it can be comparable in certain areas but unique in others. Based on the organization's growth, some organisations favour coaching while others choose mentoring. Both coaching and mentoring have been shown to provide both intangible and tangible benefits. direct Learning and training are two other learning approaches that have been discussed. These aren't as well-known as coaching and mentoring. Both coaching and mentoring are more extensively employed, and they are anticipated to remain to evolve over time to keep up with the way the businesses operate.





















References: 
Barber, A. (2018). Line manager mentor and coach. Available at: https://davidclutterbuckpartnership.com/line-manager-mentor-and-coach-managing-the-conflicts-and-capitalizing-on-the-opportunities/ (Accessed: 5th December 2021).
Bigthink.com (2017). 3-reasons-your-organisation-needs-self-directed-learning. Available at: https://bigthink.com/plus/3-reasons-your-organization-needs-self-directed-learning-in-2018/ (Accessed: 1st December 2021).
Burton, L. (2020). Resilience in the workplace. Available at: https://www.highspeedtraining.co.uk/hub/resilience-in-the-workplace/#:~:text=Resilience%20can%20prevent%20negative%20emotions,ground%20and%20a%20constructive%20solution. (Accessed: 5th December 2021). 
CIPD. (2020). Line managers role in supporting the people profession. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/hr/line-managers-factsheet#gref (Accessed: 5th December 2020). 
Clutterbuck, D. (1991). Everyone Needs a Mentor. New York, Hyperion Books. 
Clutterbuck D (2007). Coaching the team at work. Nicholas Brealey international London.
Explore (2021). Training and development. Available at: https://explore.darwinbox.com/hr-glossary/training-and-development (Accessed: 5th December 2021). 
Fiona, (2021). What are the similarities and differences between coaching and mentoring? Available at: https://fptrainingltd.co.uk/what-are-the-similarities-and-differences-between-coaching-and-mentoring/ (Accessed: 5th December 2021). 
Hoyland, N. (2021). What is employee engagement. Available at:  https://huler.io/blog/what-is-employee-engagement?utm_term=what%20is%20employee%20engagement&utm_campaign=TOTF+Phrase+Match+UK&utm_source=adwords&utm_medium=ppc&hsa_acc=1159456774&hsa_cam=14803516997&hsa_grp=126400836863&hsa_ad=553310015692&hsa_src=g&hsa_tgt=kwd-302188663126&hsa_kw=what%20is%20employee%20engagement&hsa_mt=p&hsa_net=adwords&hsa_ver=3&gclid=Cj0KCQiA15yNBhDTARIsAGnwe0VkGgPgeNjgqoDKQtQVFW_b2-AHEmoO8lAfmCCQKV7CWifWBujugxgaApXEEALw_wcB (Accessed: 5th December 2021). 
Hurley, K. (2020). What is resilience. Available at: https://www.everydayhealth.com/wellness/resilience/ (Accessed: 5th December 2021). 
Indeed.com. (2021). Coaching in the workplace. Available at: https://www.indeed.com/career-advice/career-development/coaching-scenario-examples (Accessed: 29th November 2021). 
Indeed (2021). Essential coaching skills for strong leadership. Availavle at: https://www.indeed.com/career-advice/career-development/coaching-skills (Accessed: 5th December 2021). 
Landsberg, M. (2003). The tao of coaching. Profile books, London.
Lee, S. (2020). 5-ways-new-managers-benifit-from-caoching-and-mentoring. Available at: https://torch.io/blog/5-ways-new-managers-benefit-from-coaching-and-mentoring/ (Accessed: 30th November 2021).
Lunenburg, FC. (2010). Forces for and resistance to organizational change. National Forum of Educational Administration and Supervision Journal. 
Mar, A. (2015). New coaching. Available at: https://simplicable.com/new/coaching (Accessed: 28th November 2021). 
Michael, A. (2008). Mentoring and Coaching. Available at: https://www.cimaglobal.com/Documents/ImportedDocuments/cid_tg_mentoring_coaching_Aug08.pdf.pdf (Accessed: 5th December 2021). 
Nutcache. (2021). How to engage employees. Available at: https://www.nutcache.com/blog/how-to-engage-employees/ (Accessed: 30th November 2021). 
Parsloe, E and Wray, M. (2000) Coaching and Mentoring, Kogan Page, London.
Pratt, M. (2021). Change management. Available at: https://searchcio.techtarget.com/definition/change-management (Accessed: 5th November 2021). 
PubMed. (2021). National library of medicine. Available at:  https://pubmed.ncbi.nlm.nih.gov/27199857/ (Accessed: 1st December 2021).
Richardson, B. (2021). The role of line managers in coaching and mentoring. Available at. https://development-academy.co.uk/news-tips/role-of-line-managers-in-coaching-development/ (Accessed: 5th December 2021).
Skillpacks.com (2021). Coaching-vs-mentoring. Available at:  https://www.skillpacks.com/coaching-vs-mentoring/ (Accessed: 30th November 2021). 
The times 100 business case studies. (2021) Available at: https://www.thetimes.co.uk/article/case-studies-9vqrtkzx5kt (Accessed: 5th December 2021). 
Wanberg, C. R., Welsh, E. T., & Hezlett, S. A. (2003). Mentoring research: A review and dynamic process model. Research in Personnel and Human Resources Management.
Williams, J. (2000). Mentoring for law enforcement. FBI Law Enforcement Bulletin.


3

image1.png
What do | wantneed to learn?

‘What will | do to achieve this?

'What resources or support will |
need?

What will my success criteria be?

Target dates for review and
completion

Gaining a grasp of my
‘company’s history and culture

Twill read up about my
‘company’s history and culture

Twill need a laptop with intemet and
any advise off employees

Twil understand the culture of my
company

1 will have knowledge of the history
and these skills will help in my
performance

To be reviewed 10-November
2021

Toimprove my coaching

Demonstrate good fistening
skills

Be supportive and challenging

Understand models and theories

Give reguiar feedback
Be open to employees'ideas

Encourage employees to leam from
others

When I work with staff, | wilisten
10 both objective and success
criteria’s along with what | plan on
focusing on | will List criteria’s that
will help staff successfully achieve
the sessions objectives

To be reviewed 10° December
2021

Publc speaking

Know your audience

sk for feedback

Practice in a noisy foom make it
interactive

Be aware of your audience
Look at the audience
Thank the audience

To be reviewed December 2021





