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[bookmark: _Toc128087070]Executive Summary
This report provides a critical evaluation of mentoring and coaching within organisational context. The report starts by evaluating the advantages and disadvantages of coaching and mentoring interventions for employers and employees, highlighting the essential skills and behaviours necessary for successful implementation. The emerging drivers of change in the workplace and how coaching and mentoring can help individuals build resilience and improve coping skills to deal with change are also explored.
The report notes that coaching and mentoring are popular learning interventions in organisational settings that have the potential to bring significant benefits, including increased productivity, improved employee engagement, and cost savings. Line managers are identified as critical to the success of coaching and mentoring programmes, but they need to possess essential skills like communication, trust-building, and interpersonal skills. Moreover, coaching and mentoring interventions can provide unique benefits, hence influencing individual and organisational performance positively. Peer coaching exercises and reflective models aid in identifying strengths and areas for improvement. The report suggests that investing in coaching and mentoring programmes can help individuals develop critical skills such as building resilience and coping with change.
The report also shares the experience with the instant pay-off model and the Kolb reflective cycle in enhancing coaching abilities. The instant pay-off model proved effective in guiding coaching sessions, while the Kolb reflective cycle helped identify strengths and opportunities for improvement. Overall, the report asserts that coaching and mentoring interventions can offer valuable learning experiences for individuals and organisations, and line managers play a critical role in their success.
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Coaching and Mentoring within an Organisational Context
[bookmark: _Toc128087071]Introduction
Mentoring and coaching are two popular approaches that organisations use to develop their employees’ skills, knowledge and performance. Although the terms are often used interchangeably, they have distinct differences. Mentoring is a relationship in which a more experienced individual shares knowledge and advice with a less experienced person to help them grow professionally and personally. Coaching, on the other hand, is a process in which a coach works with an individual or a team to achieve specific goals or develop skills. The distinction between coaching and mentoring may not be widely understood, but they have become prevalent due to scientific research and practical experience. Both mentoring and coaching can be effective in developing employees, and many organisations use both methods to enhance their staff’s potential. As argued by Al-Hilal (2020), the distinction between coaching and mentoring may not be widely understood today. However, the presence of these terms in common use is the result of thorough scientific effort and broad practical experience.
This report will, therefore, critically evaluate the effectiveness of coaching and mentoring programmes in an organisational context, covering four main tasks. The first task involves defining coaching and mentoring, identifying their similarities and differences, and comparing them to two other learning interventions. The second task evaluates the role of line managers as coaches and mentors, including an assessment of necessary skills and behaviours for success. The third task focuses on the role of coaching and mentoring in building resilience and dealing with change in the workplace. The last task requires personal reflection on the peer coaching exercise, using reflective models to identify strengths and areas for improvement.
[bookmark: _Toc128087072]Task 1: Critical Evaluation of the Similarities and Differences between Coaching and Mentoring
Coaching is a learning intervention that aims to facilitate the achievement of an individual’s goals by providing guidance and feedback (Kopman, 2021). It involves the development of an individual’s skills knowledge by a coach, who supports the coachee to reflect on their performance and identify areas that need improvement (Athanasopoulou and Dopson, 2018). The coach provides support to the coachee in setting specific and measurable goals and defining the actions required to achieve those goals (Passmore, Brown, and Csigas, 2018). There are several coaching models in practice, including the GROW model and the CLEAR model (World of Work Project, 2019; World of Work Project, 2023).
Mentoring, on the other hand, is a learning intervention that involves a more extended period of guidance and support. It is a developmental relationship between a mentor and mentee aimed at promoting the mentee’s personal and professional growth (Jones, Napiersky, and Lyubovnikova, 2018). Mentoring is usually a more informal relationship, with the mentor providing support, guidance and advice on a wide range of topics. Mentoring relationships can be either formal or informal, and they can vary in length depending on the mentee’s objectives (Al-Hilali et al., 2020).
The main similarity between coaching and mentoring is that they all aim to improve individual performance and development by providing support, guidance and feedback. However, there are several differences between the two. Coaching is a short-term intervention aimed at achieving specific goals, while mentoring is a more extended relationship focused on personal and professional growth (Athanasopoulou and Dopson, 2018). Coaching is usually more structured, while mentoring is more informal (Green and Palmer, 2018). Additionally, coaching is often provided by external coaches, while mentoring is more commonly provided by senior colleagues or managers within the organisation. Coaching is usually goal-oriented, with the coachee setting specific objectives and the coach providing guidance and feedback to achieve those goals. Mentoring, on the other hand, is more focused on providing support and advice on a wide range of topics related to personal and professional growth (Green and Palmer, 2018).
Critical evaluation of different learning interventions within an organisational context can be done by comparing coaching and mentoring with other styles of helping, which include advising, coaching, counselling and mentoring. Clutterbuck’s four styles of helping as an example provides a framework for comparing coaching and mentoring with other learning interventions. The four styles include advising, coaching, counselling and mentoring (Clutterbuck and Megginson, 2019). Advising involves providing solutions to specific problems and is usually a short-term intervention. Coaching, as discussed earlier, is focused on setting goals and providing guidance and feedback to achieve those goals. Counselling involves providing emotional support to individuals, usually related to personal issues. Finally, mentoring is focused on personal and professional growth over a more extended period.
The tangible benefits of coaching include an increase in productivity, improved job satisfaction, and increased employee retention rates. Coaching can also lead to cost savings for organisations by reducing absenteeism, turnover, and recruitment costs (Kopman, 2021). Additionally, coaching has been shown to have a positive impact on individual performance, with coachees reporting an increase in their skills, confidence, and motivation (Clutterbuck and Megginson, 2019). According to Jones et al. (2019), team coaching centres on enhancing team performance and achieving a shared or common team goal. Coaching’s intangible benefits include improved communication, increased collaboration and better leadership skills. Coaching enables individuals to develop self-awareness, which is essential for personal and professional growth. It also helps individuals to build resilience, adapt to change, and develop new ways of thinking (Passmore, Stopforth, and Lai, 2019).
Similarly, the tangible benefits of mentoring include an increase in job satisfaction, improved employee retention rates, and an increase in employee engagement. Mentoring can also lead to the transfer of knowledge and skills from experienced employees to new hires, which can be particularly valuable in organisations with high turnover rates (Passmore et al., 2018). Mentoring relationships can also lead to the development of new products or services, improved customer service, and increased revenue for organisations. Its intangible benefits include the development of leadership skills, increased confidence, and the ability to network and build relationships within the organisation. Mentoring provides individuals with access to the mentor’s experiences and expertise, which can be particularly valuable for career development. Mentoring also helps individuals to develop a better understanding of the organisation’s culture and values, which can be essential for career progression (Green and Palmer, 2018).
[bookmark: _Toc128087073]Task 2: Critical Evaluation of the Line Manager as a Coach/Mentor
The role of a line manager is multi-faceted, including leadership, management, coaching, and mentoring. In recent years, organisations have started to realise the potential benefits of line managers serving as coaches and mentors to their direct reports. However, there are also potential drawbacks to this approach, and it requires specific skills and behaviours from line managers to be successful.
One benefit of line managers serving as coaches or mentors is the ability to provide regular feedback and guidance to their direct reports, which can lead to improved performance and development. In other words, coaching and mentoring enhance employee performance and productivity, being that it allows for the identification of areas of development and the creation of tailored development plans. According to a study by Boysen, Arya, and Page (2021), coaching can lead to increased motivation, self-awareness and goal attainment. Lastly, coaching and mentoring can help build a culture of continuous learning and improvement, which can benefit the organisation as a whole. According to Janssen et al. (2018), mentoring can provide opportunities for career development, networking and knowledge transfer.
However, there are also potential drawbacks to line managers serving as coaches or mentors. One potential issue is the lack of objectivity that can come with being someone’s direct supervisor. This can make it difficult for line managers to provide unbiased feedback or guidance. Additionally, line managers may not have the specific coaching or mentoring skills needed to effectively support their direct reports (Lawrence, 2017). Thirdly, they may have competing demands on their time and attention, which can limit their availability to support their employees adequately.
To be successful as a coach/mentor, a line manager needs to possess several essential skills and behaviours. Firstly, they must have excellent communication skills, including the ability to listen actively, ask open-ended questions, and provide constructive feedback (O’Doherty, 2022). According to Garvey (2019), the ability to ask open-ended questions is a key skill that can encourage the person being coached or mentored to think more deeply about their goals and aspirations. Secondly, they must be able to build rapport and trust with their team members, as this is essential for establishing a supportive and safe learning environment (Stout-Rostron, 2019). Thirdly, they must possess strong interpersonal skills, including empathy, emotional intelligence and cultural sensitivity, crucial for understanding their employees’ unique needs and challenges.
[bookmark: _Toc128087074]Task 3: Critical Evaluation of the Role that Coaching and Mentoring Play in Building Resilience
In today’s rapidly changing business environment, resilience is crucial for both individuals and organisations. Resilience is the ability to bounce back and recover from adversity or change. Change is an inevitable aspect of life, and change management is the process of preparing, supporting, and helping individuals and organisations to adapt to change. Coaching and mentoring have emerged as valuable tools for building resilience and dealing with change in the workplace. This written reflection critically evaluates the role of coaching and mentoring in building resilience and dealing with change.
Resilience is a multifaceted concept that can be defined in various ways. According to Luthans, Youssef, and Avolio (2018), resilience as one of the elements of psychological capital is an increasingly popular concept in the workplace as organisations aim to enhance their performance and promote employee well-being. Resilience involves maintaining a focus on one’s existential goals in the face of adversity and stress, exhibiting persistence in the face of obstacles, and remaining open to change (Sisto et al., 2019). Similarly, Masten and Barnes (2018) define resilience as the ability of a system to effectively adapt to challenges that pose a threat to the function, survival, or future growth of the system. Resilience is not only the ability to withstand challenges but also to learn and grow from them.
Change is an inevitable aspect of organisational life, and it is driven by various factors such as technological advances, globalisation, and economic pressures. According to International Labour Organisation (2022), the most common drivers of change in the workplace include globalisation, digitalisation, and demographic changes. These drivers of change have significant implications for the workforce, such as job insecurity, skills obsolescence, and work intensification. Poorly managed change can lead to negative consequences such as low morale, resistance, and decreased productivity.
Coaching and mentoring have emerged as effective tools for building resilience and dealing with change in the workplace. Coaching is a collaborative process that helps individuals achieve their personal and professional goals by facilitating self-awareness, learning, and growth (Carroll, 2019). Mentoring, on the other hand, is a relationship between a mentor and a mentee that is based on trust, support, and guidance. Coaching and mentoring can help individuals develop the skills, knowledge, and attitudes needed to cope with change and build resilience.
Coaching and mentoring can help individuals develop a growth mindset, which is essential for building resilience. A growth mindset is the belief that intelligence and abilities can be developed through dedication and hard work (Lyons and Bandura, 2020). Coaching and mentoring can help individuals develop a growth mindset by challenging their limiting beliefs, providing feedback and encouraging reflection and learning (Sfetcu, 2020).
Furthermore, coaching and mentoring can help individuals develop the skills and knowledge needed to adapt to change. For example, coaching can help individuals develop problem-solving, decision-making, and communication skills, which are essential for managing change. Mentoring can also provide individuals with valuable insights, advice and guidance based on the mentor’s experience and expertise.
[bookmark: _Toc128087075]Task 4: Critical Evaluation of my Performance in the Peer Coaching Exercise
During the peer coaching exercise, while serving as a coach, I had the opportunity to practice my coaching skills using the Instant Pay-Off Model. In this reflection, I will critically evaluate my performance as a coach, utilising the reflective cycle developed by Kolb, and discuss my strengths and weaknesses. I will also outline a personal development plan to improve my coaching skills further.
Firstly, I found that utilising the Instant Pay-Off Model was helpful in structuring my coaching sessions. The model provided a clear framework to guide my questioning and allowed me to explore my coachee’s goals, values, and desired outcomes. According to Stout-Rostron (2019), coaching models provide a roadmap for coaching conversations, allowing coaches to ask effective questions and facilitate a more efficient coaching process. I was able to use this model effectively to help my coachee identify actionable steps toward their goals.
However, I also recognised some areas for improvement in my coaching performance. One of the key areas that I struggled with was active listening. During the coaching session, I found myself occasionally interrupting my coachee, which hindered their ability to articulate their thoughts effectively. Additionally, I found myself rushing to provide solutions, rather than allowing the coachee to explore their own ideas fully. As highlighted by Leading Effectively Staff (2023), as a coach, active listening requires you to listen attentively to your coachee, understand what they are saying, respond and reflect on what is being said, and retain the information for later. This keeps both coach and coachee actively engaged in the coaching session (Leading Effectively Staff, 2023). Therefore, this is an area I aim to develop further in my coaching practice.
Furthermore, I found that I struggled to ask open-ended questions during the coaching session, which may have limited the coachee’s ability to explore their ideas fully. According to Ibarra and Scoular (2019), effective coaching requires the ability to ask powerful, open-ended questions that promote exploration, reflection, and growth. Al- Hilali et al. (2020) add that the questions to be asked in this mentoring relationship should take into account various aspects and incorporate multiple possibilities. Therefore, I plan to develop my questioning skills further to facilitate more meaningful coaching conversations in the future.
Looking back on my performance, I also recognised my strengths as a coach. I found that I was good at building rapport with my coachee, which helped to establish a safe and supportive coaching environment. Additionally, I was able to remain objective throughout the coaching session and avoid imposing my own biases or opinions on the coachee’s goals.
Moving forward, I have developed a personal development plan to improve my coaching skills further. Firstly, I plan to practice active listening techniques, such as paraphrasing and summarising, to improve my ability to understand the coachee’s perspective fully. Additionally, I will focus on asking open-ended questions to facilitate deeper exploration of the coachee’s ideas and goals. Finally, I aim to practice providing constructive feedback effectively, which will enable the coachee to develop self-awareness and take ownership of their own growth.
In conclusion, I found the peer coaching exercise to be a valuable learning experience that allowed me to practice my coaching skills using the instant pay-off model. Using the Kolb reflective cycle, I was able to identify my strengths and areas for improvement as a coach. Although I found some aspects of coaching challenging, I recognise the importance of continued development in these areas.
[bookmark: _Toc128087076]Conclusion
Coaching and mentoring interventions in the workplace have unique benefits that can positively influence individual and organisational performance. Coaching is a short-term intervention that focuses on achieving specific goals, while mentoring is a more extended relationship that promotes personal and professional growth. Both approaches provide tangible and intangible benefits, including increased productivity, job satisfaction, and employee retention rates.
The report also noted that line managers play a crucial role in coaching and mentoring organisations. While there are some drawbacks, the benefits of coaching and mentoring by line managers are numerous and can positively impact employee performance, satisfaction, and retention. Coaching and mentoring interventions have emerged as valuable tools for developing resilience and coping with change in the workplace. Through coaching and mentoring, individuals can develop a growth mindset, emotional intelligence, and the skills and knowledge needed to adapt to change.
I also found the peer coaching exercise to be a valuable learning experience that allowed me to practice my coaching skills using the instant pay-off model. Using the Kolb reflective cycle, I was able to identify my strengths and areas for improvement as a coach. Although I found some aspects of coaching challenging, I recognise the importance of continued development in these areas. I believe that the instant pay-off model was effective in guiding my coaching sessions.
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