


	

COACHING & MENTORING

Executive Summary
The findings of this study highlight the value of coaching and mentoring in enhancing an organization's capacity to develop its people, manage its relationships, and carry out its tasks. This means that factors including new strategic goals, reorganising processes, retraining employees, adapting to financial shifts, soliciting opinions from workers, and so on are examined as well as their roles in facilitating organisational transformation. As a result, the present study discusses a change management model similar to Kolb's theory. Afterwards, a personal development plan is provided to counteract the professional expertise gained through the reflective assessment conducted using Kolb's reflective theory.
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Introduction
The research is based on analysing the similarities along with differences between coaching and mentoring. Coaching is a method of instructing, training, and counselling an individual or a group so that they can develop their performance and skills. It is effective to overcome issues related to one's performance and skill development. Mentoring is known as collaborative work that mostly happens between junior and senior employees. It is used to enhance the career, development, growth, and learning of a person. Comparisons between both mentoring and coaching are going to be incorporated into the present research. The intangible and tangible benefits of mentoring and coaching for organisation employees along with their employees are going to be illustrated through the present research. 
A critical evaluation of the role of the line manager as a mentor or a coach is going to be performed here. Both the mentors and coaches needed to have significant skills which are going to be discussed in the present report. Some coaching models and behaviours of mentors to become successful are subject to be evaluated in the study. A critical evaluation of the mentoring and coaching during the development of resilience is also going to be incorporated within the study. The usefulness of resilience to balance a workplace is effective to enhance productivity. Moreover, a reflection on self-performance during peer coaching exercises is also going to be contained in the research as well. Finally, a personal development plan is also going to be created in the research.          
[bookmark: _bv63mp3de6gj][bookmark: _Toc127552799]Task 1:
[bookmark: _sa2l2ynbbf1g][bookmark: _Toc127552800]1.1 Definition of Coaching
Coaching is considered a conversation activity that helps support people, enhance ability, develop learning skills, and develop potentiality. According to the research of Landreville et al. (2019), by observing a person's learning activities and performance closely and providing them with comments based on those observations, coaches help their students reach their full potential. The coaching process consists of a never-ending cycle of observation, goal-setting, analysis, monitoring, planning, and evaluation. Methods of professional growth known as mentoring and coaching rely on one-on-one interactions to improve trainees' knowledge, abilities, and productivity on the job. For example, Father Michael van der Peet was a good coach for Mother Teresa as he helped her to develop her professional, personal, and religious life (Pushfar, 2023).  
[bookmark: _y6ya7d30zasm][bookmark: _Toc127552801]1.2. Definition of mentoring
Mentoring is the process of providing assistance and direction to another individual to facilitate that person's growth and development. A mentor is an individual who provides guidance and advice to assist another person to develop professionally and personally. A mentor will use their knowledge and expertise to advise a person on how to go with his profession or life (Law et al. 2020). The program's objective is to foster a mutually beneficial relationship based on mutual respect, honesty, and responsibility between mentors and mentees. Mentoring occurs when an experienced worker assists a newer employee by sharing their knowledge and wisdom in the workplace. A mentor can help advise, guide, and even fight on behalf of their mentee. As stated by Law et al. (2020) mentoring relationship leads to long-term professional success for both parties involved. For example, Steve Jobs is a great mentor for Mark Zuckerberg during the development of Facebook (Pushfar, 2023). 
[bookmark: _gaatd6p0kr4y][bookmark: _Toc127552802]1.3. Critical evaluation of the similarities and differences between mentoring and coaching
Similarities
· Both mentoring and coaching helps in building relationship along with enhancing a person’s skill
· Both practices enhance a person's knowledge and they require ho have awareness and self-discipline
· A good personal rapport is needed, for both coaching and mentoring, between two parties (Stokes et al. 2021). 
· Both practices are based on a learning arena that focuses on people's development where the effective involvement of participants is also necessary.
· Both practices are effective to lead others with the use of encouraging, positive, and supportive ways. 
Differences
· Coaching can take a shorter time to develop the skill of a person and it also lasts shorter. Whereas mentoring takes more time and lasts for several years
· Coaching entails a more experienced person supervising a less experienced one to boost the less experienced person's skills and talents. On the other hand, "mentoring" refers to a system of advice and counsel in which an inexperienced person is helped and guided by an experienced one.
· Mentoring focuses on building wisdom with the application of knowledge, experience and skills. However, coaching is based on meeting every specific objective within a time and it is concerned with certain skill development of a person (Al Hilali et al. 2020). 
[bookmark: _rxctm7e6kg32][bookmark: _Toc127552803]1.4. Comparison between coaching and mentoring with two other learning initiatives using Clutterbuck’s Four Styles 
Clutterbuck’s Four Styles framework 
A comparison between mentoring and coaching can be made based on Clutterbuck's Four Styles framework as it suggests several stages for the development of proper developmental relationships transition (Clutterbuck, 2022). Clutterbuck speaks about five stages of mentoring and coaching such as:
Rapport building: At this stage meteors and mentees create dialogue to realise whether they can enhance productivity together or not. In the case of coaching several factors depend on such as mutual respect, proper alignment, value, broad agreement, and setting a proper purpose (Nihr, 2021). 
Direction setting: It is the second stage it helps to set goals for both mentoring and coaching. Creating a sense of purpose, and working for short-term, long-term, and medium-term is necessary for both coaching and mentorship.
Progress made: According to Clutterbuck (2022), the third stage is effective to balance the intensity of learning in both cases like mentors and coaching providers. With the help of this stage, mentors can develop a business-like atmosphere, and a conscious purpose, and resolve issues. However, in the case of coaching it helps to clarify the situation, build trust, explore available options, and stimulate potential skills 
Winding down: In this stage here mentor and their mentee develop a close relationship by focusing towards their goals. In the case of coaching it helps to review and celebrate the success factors that are going to be achieved  
Moving on: The final stage is effective for both the mentorship and coaching to generate strong relationships (Nihr, 2021). These are effective to grow skills and provide guidance to someone.     
[bookmark: _807k163cizyj][bookmark: _Toc127552804]1.5. The tangible and intangible benefits of coaching and mentoring to employer and  employee
Tangible benefits of Coaching
· Tangible coaching helps to focus on employee retention, profitability, and productivity
· It reduces the cost of employee management and enhances revenue growth (Kodden and Hupkes, 2019)
· Higher employee engagement and increased retention rate can be managed through it
Tangible benefits of Mentoring
· It helps to develop professional and personal growth based on desired company profile
· Enhances coaching and leadership skills of the managers (Hakro and Mathew, 2020)
· It enhances the self-confidence of the employees and helps to make strong communication 
Intangible benefits of Coaching
· Evidence suggests that long-term coaching is far superior to its shorter counterpart
· It improves communication and better relationship with the organisational stakeholders
· A balance can be managed between work and life so that career advancement can be made (Kodden and Hupkes, 2019)
Intangible benefits of Mentoring
· It provides value to the leadership through which professional development of the employees can be made
· It helps employees and employers to explore new ideas along with strength development (Kodden and Hupkes, 2019)
· Intangible mentoring enhances the profitability and visibility of all the organisational employees 
[bookmark: _hzihwcdao0ty][bookmark: _Toc127552805]Task 2:
[bookmark: _93dlwjbm8xcx][bookmark: _Toc127552806]2.1. Discussion on the multi-facing role of the line manager 
The goals of the company in which a manager serves as a line item are fundamental to the manager's decision-making process. Their group efforts help to direct towards achieving the company's goals (Qiao, 2021). A mentor's main concern is fostering the mentee's professional and personal development. The goal of every successful mentorship relationship is to help the mentee grow intellectually and professionally. When the mentee's goal is promotion inside their existing organisation, a manager is an ideal mentor (Qiao, 2021). A manager's role often extends to include mentoring subordinates. Whether directed by a boss or advised by a mentor, an employee's attention should always be on developing their skills and potential.
[bookmark: _gb3hwrn3rde2][bookmark: _Toc127552807]2.2. Benefits and drawbacks of line managers as coaches or mentors
Benefits
· While managers perform as a mentor then they help to enhance the skill of their employees
· They contribute to staff development and show care for their progress by increasing loyalty
· For example, Warren Buffett plays the role of mentor for Bill Gates which helps him to become a successful businessman around the world (Pushfar, 2023). 


Drawbacks
· Sometimes the conflict between employees' desires and managers' demands may arise (Huemann et al. 2019)
· In some cases, the lower progress of mentees may create tension among the line managers
· A toxic environment, bad experiences with clients, and the negative mindset of the mentors can create difficulties for the organisation
[bookmark: _qorcpr3jzhrl][bookmark: _Toc127552808]2.3. Assessment of skills and behaviours needed for success as a coach or mentor
The implementation of GROW model can be effective to make skill and behaviour assessments as it contains four factors such as:
[image: ]
Figure 1: GROW model
(Source: Edgerton and Palmer, 2022)
Goal: Key goals for both mentoring and coaching are to produce optimal performance, focus on specific skills, improve working skills, develop relationships, and have greater knowledge of skill development (Edgerton and Palmer, 2022). A coach or mentor needs to focus on managing their performance and setting proper goals for development. 
Reality: In reality, the key skills that the mentor or coach have includes time management skill, listening skill, questioning skill, and business acumen
Options: Mentors or coaches may reach their goal by developing skills, making strong communication, having better training management, becoming more focused, and gaining some self-motivation
Will: Some commitments need to be made by mentors of coaches such as they need to develop a personal development plan and enhance ethical awareness to manage their skills along with behaviour. 
[bookmark: _4d8dbufiul0k][bookmark: _Toc127552809]Task 3
[bookmark: _u604k5e4c8da][bookmark: _Toc127552810]3.1. Definition of the term 'change management and 'resilience'
· Change management
When an organisation's objectives, procedures, or technology change, change management is implemented to ensure a smooth transition. The goal of  "change management" is to apply methods of bringing about change, keeping it under control, and assisting individuals in adjusting to new circumstances. It has five effective stages such as preparing the organisation for a new change, crafting a vision, planning for change, implementing new change, reviewing progress, and finally analysing the result (Cameron and Green, 2019). Hence, the change management process helps an organisation to adopt new changes, helps to implement the changes smoothly, and helps to stitch on changes. Lewin's change management model is effective as it contains three stages Unfreezing, then movement or change, and finally refreezing (Harrison et al. 2021). 
[image: ]
Figure 2: Lewin’s Change Management model
(Source: Harrison et al. 2021)
· Resilience
Researchers have studied resilience from different perspectives such as biological disciplines, psychiatry, sociology, and psychological discipline. The concept of resilience indicates that to be resilient, one must be able to bounce back from adversity. One still feels emotions like grief, wrath, and pain when stress, difficulty, or trauma occurs, but he can resume operating normally (Wiig et al. 2020). The ability to deal with adversity and recover quickly from setbacks is what a person means when he talks about resilience. A lack of emotional turmoil, stress, or suffering is not a prerequisite for resilience. As stated by Wiig et al. (2020), the ability to persevere in the face of adversity is a key component of resilience.
[bookmark: _x283ji6mhg25][bookmark: _Toc127552811]3.2. Existing and emerging drivers of change in the workplace 
Existing divers are:
· New strategic objectives
· Work process change
· Staff changes
· Changed Economy 
· Staff feedback
Emerging divers are:
· Critical incidents
· Changes in income streams
· Quality requirements
· Health and safety issues
· Organisational redesign
· Work process changes
· Changes in income streams
[bookmark: _7r32h6sghhut][bookmark: _Toc127552812]3.2.1. Impact of poor change management in the workplace
An organisation may face several negative impacts due to poor change management processes such as supplier dissatisfaction, poor consumer satisfaction, employee confusion, and lower employee morale (Binci et al. 2020). Some other impacts include change saturation, frustration among the employees, and deployment in organisational growth rate. However, poor change management causes slower benefits, greater downtime for the organisation, and higher costs for performance management. 
[bookmark: _w4uaht6mgj1p][bookmark: _Toc127552813]3.3. Ways through which building resilience, through coaching and mentoring, help the workforce deal  with change
There are some ways through which resilience can build through mentoring or coaching that can be effective for the organisations to deal with new changes such as:
· Consultation:
Consultation focusing on the group, gaining direct employee feedback, and group interviews can be effective
· Using developed technology:
Using internal social media can be effective and making pulse surveys through the use of different apps
· Monitoring success factors:
Setting proper milestones, and arranging objectives can help to develop success factors (Baker et al. 2021) 
· Gaining feedback from consumers and stakeholders:
Receiving feedback from shareholders, external partners, trustees, and compliance agencies can help to deal with changes (Tanis, 2020)
· Doing Performance assessment:
It is another factor that may help to analyse the key areas that the organisation need to focus on for their change management
· Gathering quantitative and qualitative data:
Qualitative data like gaining feedback from others and seeking others' opinions can help the organisation deal with the changes. Quantitative data like organisational data, turnover rate, statistics, training data, and outcomes need to be focused on (Yoon et al. 2021). 
[bookmark: _aja7unvol7md][bookmark: _Toc127552814]3.3.1. Examples of 2 organisations and discussion on how coaching and mentoring helped them during the pandemic
During the Covid-19 pandemic the organisations like Tesco benefited through mentoring and coaching processes by having huge customer analytics and developing their insight capabilities (Tesco Bengaluru, 2021). They have also started selling their products online, more than previously during the pandemic. Other organisations like Amazon try to adjust their operation process during pandemics by stirring the products that tend to quickly run out such as paper towels, hand sanitiser, masks, and so on (Palmer, 2020).  
[bookmark: _ih5y8epwdep6][bookmark: _Toc127552815]Task 4
[bookmark: _o1u4vidwj9md][bookmark: _Toc127552816]4.1. Critical evaluation of own performance in the peer coaching exercise using Kolb’s reflection model
Kolb's reflection model can be effective to learn from experiences with the use of four stages (Pamungkas, et al.I2019). Such skills are concrete learning, then reflective observation, then the abstract conceptualization, and finally active experimentation (Morris, 2020)
[image: ]
Figure 3: Kolb’s reflective cycle
(Source: Idkhan and Idris, 2021)
Concrete learning:
During the entire research, I have learned about the importance of coaching and mentoring which is effective to manage organisational performance rate, skill development of the employees, growth management, and making overall development. I have also learned that having a change in an organisation is necessary to manage its growth, balance performance levels, monitor employee tasks, and so on.   


Reflective observation:
I have observed there are several strong skills of mine along with some weak skills. Strong skills are time management skills, observational skills, team working skills, and problem-solving skills. Therefore the weak skills are communication skills, critical thinking skills, learning skills, and decision-making skills.
Abstract conceptualization:
Through the analysis, it can be conceptualised that developing all the weak skills can help me to resolve most of the issues in my professional field. 
Active experimentation:
I have experienced that I need to learn new things and make more communication with people so that a better practical approach towards my performance can be made. A PDP plan has been provided below through which I can develop my skills in future. 
	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	Increase communication skill
	Communicating with more people
	 Human resources
	Having a better influential skill
	 6 months

	Improve  learning abilities 
	Reading newspapers, different articles and journals to gather knowledge
	To gather knowledge internet, book, magazines, and newspapers will be needed
	 To grow my professional and personal skill
	 4 months

	Critical thinking skill
	Solving puzzles, taking part in different organisational programmes
	Assistance from the team leader
	Solving issues in a professional field
	 6 months

	Effective decision-making skill
	Deciding on small things, and solving personal problems by taking decisions
	 Human resources
	Developing decision-making ability
	 3 months


Table 1: PDP Plan
(Source: Self-created)




[bookmark: _fahkpnxesvny][bookmark: _Toc127552817]5. Conclusion 
It can be concluded that the research describes the importance of coaching and mentoring which helps to skill development, relationship management, and task management of an organisation. Therefore, key drivers of change management in an organisation are also analysed such as New strategic objectives, work process change management, staff change management, managing economical changes, seeking staff feedback, and so on. Therefore, a change management model like Kolb's theory has been discussed in the present research. After that, a reflective assessment has been made with the use of Kolb's reflective theory and finally, a personal development plan also provides to balance professional skills. 
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