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INTRODUCTION


Mentoring can be defined as relationship among two people that helps in their personal and professional growth. Mentor is an experienced individual that shares experience and knowledge with individual (Bortnowska and Seiler, 2019). Coaching can be defined as form of development of the individual by an experienced person. The guidance helps to achieve goals and objective successfully. It helps them to achieve success and find solution of the problem that is faced. The similarities and differences among coach and mentor is discusses in this report. The benefits of coaching and mentoring are also analysed. The evaluation if the skills that are required to become mentor are discussed. The role of mentor in bringing change in the business organisation is also discussed. The reflection is written in the end of this report where experience peer coaching exercise is mentioned. 

MAIN BODY

The similarities and differences between coaching and mentoring

Coaching is a form of development that helps in development of the learner. Coach is an individual that has experience and is able to provide training to the learner so that they are able to achieve goals successfully (Hastings and Kane, 2018) They guide the learner and assist them in enhancing the performance.

Mentoring is a process that supports the individual in learning so that that they are able enhance the skills and maximise their potential. There are several issues that are faced by the individuals that are analysed by the mentor and they give solution of the problem. 
Similarities

It is important to note that there are similarities among the mentor and coach. They both focus on overall development of the learner are as follows:


Both coach and mentor are supportive in nature. They target to guide the learner and assist them in achieving the personal development of the learner. They develop relationship with the individual that helps them to get solution of the problem that is faced by them. The one to one relationship is helpful for them and they are able to achieve success and growth (Caruso, 2019). Both of them focus on learning and development of the individuals. It helps them to enhance the skills and capabilities if the individuals so that they are able achieve success. 
Differences
	Basis
	Coaching
	Mentoring

	Focus
	The focus is on enhancing the performance of the individual. The task is to improve the professional and their job performance (Leeder and Cushion, 2020). 
	The focus in on development. Here the task is to enhance the skills that will help in career development. 

	Time frame
	The relationship is for short duration of time. The task is to achieve a specific target. 
	The relationship lasts longer and the relationship among them is also long (Kumar, 2018). 

	Structure
	The meetings are structure and formal. The time duration and intervals are also set (Know the difference between coaching and mentoring, 2017).
	It is seen that the structure is informal, and the session is according to the requirements of mentee. 


The other two learning interventions that can be used by a business organisation are as follows:
· Training and development: It is a process of enhancing the skills and capabilities of individuals. It is seen that by enhancing the skills the learners will be able to achieve the task and learn appropriately (Kovalchuck and Vorotnykova, 2017). By providing technical training to the employees, they are able to enhance the technical skills and achieve the goals and objectives effectively. Coaching means taking help of expert so that there is improvement in performance of the individual. On the other side mentoring focuses on building relationship with the individual and focuses on overall development. 
· Team development: By providing team projects to the learner, business organisation is able to achieve the target to team development. It is seen that they are able to enhance team working skills and well as work with cooperation and coordination (Miller and et.al., 2020). By developing team working skills the employees are able to work effectively in team and take future projects effectively. The coach helps to solve the problem that may arise at the time of working in team. The mentor helps them to learn all the points effectively and develop team working skills.


It helps in enhancing the learning experience of the individuals. It is analysed that the aim of the learning interventions is to make the learners learn in an effective manner and achieve success. 

The tangible and intangible benefits of coaching and mentoring to organisations


The various benefits of coaching and mentoring in relation to organisation are discussed below:
Tangible benefits are the one that can be seen as well as measured.

Increase in productivity: By providing proper mentorship/coaching to the learners a business organisation I able to enhance the skills and capabilities of an individual. It helps them to work effectively and that has positive impact on productivity of company. 

Increase in retention rate: The company by providing better conditions to the employees the business organisation is able to retain more employees (Joo, Yu and Atwater, 2018). The high retention rate helps the business organisation to work effectively and achieve success. 

Return of investment: It is one of the benefits of gets proper mentoring and coaching. The business organisation is able to get better return on investment. They level of employees increase and this is beneficial for the company (James, Bunn and Williams, 2020). 
Intangible benefits cannot be measured but they can be felt, they are as follows:

Improved relationship: The relationship among the employees cannot be measured. It is seen that by having good and smooth working relations the employees are motivated towards the work and that helps them to achieve goals and objectives in an effective manner. 

Improved job satisfaction: It is seen that mentoring/coaching helps to enhance the job satisfaction of an individual. They are provided better conditions to work and the enhance the job satisfaction among the employees (Małota, 2019). 

Increase organisational commitment: The employees are able to work with more dedication and commitment if they are provided with good mentoring/coaching. 


There is indirect impact of all the intangible benefits. It helps to enhance the performance of the employees and organisation in an indirect way. 

The line manager as a coach/mentor, including an assessment of the necessary skills and behaviours.


It is important to note that line manager of a business organisation focus on proving coaching, mentoring retaining and supporting the talented staff. It is analysed that line manager deals with the employees on regular basis as well as provide them commands. They play a crucial role in developing the skills of the employees and preparing them from success. By providing coaching and mentoring the manager are able to achieve goals and objectives in an effective manner (Arora, 2020).  The provide overall support to the employees so that they are able to work in an effective manner. The provide solution of all the problems that are faced by the employees on day to day basis. At the same time help them to achieve success. The various skills that are necessary for a coach/mentor are being line manager are as follows:

Active listening: Listening skills play a crucial role to become coach/mentor. By having ability to hear the issue of the employees they must be able to understand what they want to communicate. It is necessary skill that will help line manager to become good coach. Active listening will help the to provide them best solutions.


Building trust: There is need of trust that helps the learners to operate effectively. The coach and mentor must provide proper solution to the problems that re being faced by the employees (Haran, and Jeyaraj, 2019). There is need to enhance trust and that will be helpful for the employees as well as the line manager. They have confidence in the mentor and able to work as per the guidance. 


Encouraging: The coach and mentor must have ability to encourage the employees. It is necessary to understand the requirement of the employees and then provide them motivation. The encouragement to work makes the employees successful. It is a positive trait that will help the manager to achieve goals and objectives.


Inspiring: It is important to note that there is need to have ability to inspire the mentees. It will help them to work and follow the actions that are taken by line manager (Garvey, Garvey and Stokes, 2021). The inspiring nature of manager and coach is necessary skill that help in success and growth of individual. 


Opening doors: It is important that manager must understand the requirements of the employees. By knowing about them in an effective manner the managers are able to analyse the best opportunities for the employees (Gulshan, 2021). By providing opportunities to the employees, they motivate the employees so that they are able to achieve goals and objectives successfully. 


Communicating skills: There is need to communicate effectively with the employees in an organisation. Effective communication skills are necessary for the line manager so that they are able to communicate their message to the employees and make them understand. 

The role of coaching and mentoring in building resilience and dealing with change.


Coaching and mentoring plays a vital role in helping the trainee. It is analysed that there is need of understanding the employees and helping them (Wain, 2017). The coach and mentor assist the employees at every stage. They play a crucial role in guiding them at each and every stage so that they are able to work in an effective manner. The role is discussed below: 

Developing optimism: There is need to help employees to work with optimism., They make them understand the situation and provide them positivity so that they are able to deal with the situation (Hernandez and etr.al., 2018). It is seen that by working according to optimism the employees are able to deal with the changes and problems that the employee faces. 

Self-assurance: The coach helps the employees to build confidence first of all. This will assist them to understand the situation and take suitable actions with being confident. This helps in getting meaningful results and respect themselves (Gray, 2018). It helps the employees to deal in an effective manner.

Being focused: The coach/mentor helps the employees to stay focused and understand the situation. They will be able to know about the problems and necessity of change. This will be helpful for them to focus on pros and cons and take suitable actions (Baran, 2018). They are able to think purposefully and take the suitable actions.

Being open to new ideas: There is need to train the employees in such a manner that they are open to new ideas. It will help them to get good ideas and bring changes in an effective manner. Being ready for the change helps the employees to work effectively.

Willingness to support: There is need of support to the employees at each and every level. By getting proper support and guidance from coach, the employees are able to understand the situation and deal with changes that take place (Dashper, 2019). It will help to get motivation towards the change and take the required actions of development. 

Structured thinking and planning: It is important to give structure to the thinking and planning of the employees. It will help them to think themselves and understand the pros and cons of dealing with the changes. They will be able to plan in a structured manner and achieve success. 


There is key role of proper mentoring and coaching in the life of employees. They help the to deal with the complex situations and be ready for the change.

Gibbs Reflection cycle
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It is a management tool that assist the individual to think systematically a clearly understand the experience. The discussion related to peer coaching exercise is mentioned with the help of all the six stages of Gibbs reflective cycle (Sekarwinahyu and et.al., 2019). The discussion is done below:


Description: The session with my coach was based on difficulties and issues that are faced by me. I interacted with the coach so that I am able to find solution of my problem. I face issue in forming good and effective presentation. It is seen that I was positive while sharing all the details with the coach. 


Feelings: I was so happy so that I am able to do meeting with the coach. I decided that I will share each and every thing related to my problem of presentation. I felt that there is need to ask all the problems and take actions (Markkanen and et.al., 2020)

. It is seen that I shared all the details. I was nervous during the session as I have issue of losing confidence.  But till the end of session I was happy and shared all my feelings. 


Evaluation: The overall result of the meeting was good. All my expectations were fulfilled. I was able to discuss all the points and got answer of all the problems that are faced. It is seen that my coach told me the importance of good presentation skills and that inspired me. He helped me to get answers of each and every part by me. He also asked various questions and gave answer of both. The interaction was good and healthy and will definitely help me. I was scared that, I will be able to share each and every thing or not (Sekarwinahyu, Rustaman and Widodo, 2019). But the nature of coach was so good that was able to communicate all the points effectively. 


Analysis: I have analysed that there is need of such sessions on monthly basis. They help to get solution of the problem. I am able to understand my weakness and the areas that will help me to achieve success. It will help me to get good jobs and also to present effectively at University. 


Conclusion: It is concluded that there is requirement of knowing the problem and taking suitable action. It is necessary to discuss the problem and use the solutions.


Action Plan: To formulate action plan it is important to analyse the strengths and weaknesses. They are as follows:
Strengths
I am good at team working skills. I have ability to work together in team and coordinate in an effective manner. My decision-making skills are effective. These skills help me to understand the situation and take desirable action. 
Weaknesses
I am bad at presentation skills. This cause problem while doing job and presenting my ideas. My confidence level is low. This causes issue at the time of delivering presentation. 
	Skills
	Importance
	Actions
	Time taken

	Confidence level
	Confidence level will help me to work effectively at job.
	I will interact with different people, and this will help me to enhance my confidence. 
	1 month

	Presentation skills
	There is need of providing good presentation at job (Wain, 2017)
. 
	By practising before wards and taking feedback from friends will help to enhance presentation skills.
	2 months


CONCLUSION


From the above report, it can conclude that mentorship helps to provide guidance to the mentee. It helps in overall development of the employees so that they are able to get solution of all the problems. There is discussion related to similarities and differences among mentor and coach. The learning interventions and benefits of mentoring and coaching is also important part of this report. There are various skills that helps an individual to become good mentor and coach are discussed in the report. The role of mentor in helping the employees to cope up with the change is also discussed. In the end there is analysis of the mentoring session with the help of Gibb's reflective cycle. 
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