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1.0 Executive Summary 
This report aims to identify the developing trends towards coaching and mentoring cultures that can support the growth of professional learning in an organisation. This report has critically evaluated aspects towards coaching and mentoring developments within organisation. However, when determining the methods and models involved are essential for learning and development towards professional growth and work performance.
2.0 Introduction 
Throughout this report variety of textbooks and journals were conducted this will identify the models which was used to 
The aim of the report explores and critically assess coaching and mentoring performances. Task 1 revealed coaching and mentoring tactics is a process that must be directed and educated in order to increase knowledge, skills, and work performance. When one thinks of a leader, they are a lifelong learner who is continuously developing and learning.
Task 2 highlighted multi-facing jobs that are regularly practised inside an organisation; positions of a line manager frequently onboard numerous roles when managing teams. The findings revealed that line managers take on more than is required of them in their function as line managers.
Task 3 clarified how the change in an organisation impacts the working environment. However, in the long term, it has been known that resilience allows people to adapt well to long-term situations, which allows them to bounce back after hardship.
[bookmark: _GoBack]Task 4 evaluated personal performance as a coach, findings within this section will identify a personal reflection based on a coaching task that took place within a workplace. Results will determine the performance towards strengths and weakness, which help draw and support a personal development plan. The plan can provide a strong structure and a more directive leadership approach.  
3.0 Main Findings
2.1 Define Coaching (Task.1) 
Coaching leadership is the process of educating, counselling, or instructing a person or a group to accomplish and improve productivity or to overcome a performance problem. According to Whitmore (2002), coaching is one of the fastest growing professions in today's environment; proof of the influence of coaching identified that one must encourage a person to accomplish and maximise their potential to raise their performance. Lashaway (2015) In peer coaching groups, the benefits of one-on-one coaching are blended with the power of peer-to-peer learning. They are regular gatherings of four to six persons from equivalent organisational levels who convene to carry out a coaching engagement. They can manage the quality of the coaching experience without the need for a professional coach to be present. In a peer coaching group, each person takes turns serving as a coachee, and everyone works together to coach one another using tools created expressly to draw on the collective knowledge, wisdom, and experience of the group. As stated, the benefits of coaching employees through a learning process rather than teaching them. Coaching can be a very effective way to connect with people who may need guidance on problematic situations that occurs within the workplace. Coaching is essential to any manager's role to ensure teams improve their performance by receiving valuable guidance. Rider (2002) Stated Utilising the Royal Bank of Scotland Group (RBSG) as an illustration to discuss how to use coaching's advantages at a strategic level instead of emphasising only personal growth. This demonstrates how many organisations are missing out on coaching vast benefits by only considering it as a personal development tool. With minimal organisational impact, this is categorised as first-generation coaching. When organisations adopt a quality control approach and assess the coaching intervention's effectiveness, further benefits may be achieved by coaching the advantages of the first and second generations while also utilising and sharing the knowledge the coach acquires about the company benefits.
Sally (2022) Clarified how most organisational coaching is dyadic (one-to-one). Individual coaching can generally last up to 6 to 12 hours which can be time-consuming, especially when a leader within an organisation work in a challenging environment. More models of group coaching have been established, despite significant research and practice in organisational development that suggests interventions in organisations should focus on group coaching. Group coaching can provide a scalable way for personal and professional development that leads to lasting behavioural change and growth. Organisations that adopt a coaching Model called GROUP, which is Goal, Reality, Options, Understanding Others, perform incorporate the well-known GROW Goal, Reality, Options, Way framework. In group coaching, many people are learning and growing simultaneously, which provides organisations with a scalable way to support employees through change.
Define Mentoring 
Hamilton (2002) Mentoring provides social support to individuals as a guidance to navigate them through new experiences and challenges. Mentoring in the workplace can be somewhat different compared to coaching. The best environments for individual mentoring interactions are workplaces. Mentors must apply sophisticated teaching behaviours, which the authors identify as reflective questioning and problem solving, to instil the abilities necessary in modern workplaces many of which are also applicable in other environments. Singh (2002) mentorship can play a crucial role in transferring knowledge, skills, and attitudes from experienced workers, as was recognised in a study conducted in a university context where the professor mentored students in a formal activity. A vital tool for knowledge sharing in an organisation is mentoring. People with creative thinking abilities can mix basic elements in novel ways to produce innovative output. They consist of unconventional thinking, perceptual styles, and cognitive styles. Through mentoring, creative mentors have successfully imparted these two sorts of mentoring talents to their students.
Similarities between Coaching and Mentoring 
MacLennan (1995) When a person excels as a coach, the positions merge. He or she is most likely to be chosen as a coaching skills mentor. The opposite is untrue. A mentor can only become a coach if they consciously develop the abilities necessary for adequate coaching time to be truthful. The performer's ability to accomplish more is the coach's primary focus. The mentor wants to be a resource that the performer can use. If a mentor has the fundamental management, people, and teaching or training abilities, they may do the function satisfactorily. An excellent coach must possess the knowledge, skills, and abilities to support performers without giving instructions. The distinctions between coaches and mentors are not established in theory, as is customary with definitions, but rather in actuality. The boundaries of each position are determined by what the organisation establishes for that role.
Compare Coaching and Mentoring 
McCarthy (2013) Clutterbuck helps us recognise the changes that occur over time and in various circumstances by expressing the concepts of coaching and mentoring at a specific period. These changes can nearly be unnoticed unless someone focuses our attention on them. This article examines the differences between coaching and mentoring and highlights the definitions of mentoring that are evident in Clutterbuck's work.
It is feasible for people to engage in an engaging discussion on mentoring without being aware that they are discussing very different procedures with different applications and goals. Clutterbuck emphasises critical distinctions between the American and European approaches. The sponsorship model of mentoring is well-liked in North America, where mentors support their proteges by opening doors and using their influence. Then there are European versions, which are now practised in America, where mentors assist their mentees in reflecting on the present and making decisions for the future. On the other side, Clutterbuck argues that one of the new trends is that senior European managers are increasingly adopting the American mentoring style in some masculine, task-driven cultures. Organisations that want to promote mentoring should be clear about the goals they have for mentoring and then think about the best way to get there. For instance, what kind of mentoring and coaching would work best together? The relationship is the most significant indicator of success in mentoring, just like it is in coaching. Clutterbuck (2008) According to Clutterbuck's research, informal mentoring is more successful than formal mentoring. Therefore, this may be the case because mentoring can typically be reviewed through formal systems, where the pairing may or may not be successful, but choosing a mentor in an informal relationship strengthens the bond between the two parties. A mentoring relationship typically lasts longer than a coaching relationship and develops over time; therefore, it should be assessed regularly to determine whether to continue, switch to a different mentor, or have multiple mentors at once. Garvey (2012) The recent proliferation of coaching approaches is one distinction between coaching and mentoring that Clutterbuck's work does not make obvious. While numerous methods, can be employed in mentoring, research on mentoring can process diverse types of input rather than discussing them. This can be due to the increased commercialisation of coaching, which requires coaches to stand out, or because people who utilise coaching services seek the coaches' coaching ideas. However, in the end, the relationship creates excellent outcomes, not the structure or model the coach implements.
Tangible and intangible benefits of coaching and mentoring 
Knowles (2021) Outlines the tangible and intangible benefits of coaching for individuals, which entails creating and sustaining a coaching and mentoring culture to improve employee engagement. Organisations may use coaching and mentoring strategies as vital personal and professional development interventions. In a business setting, intangible benefits are the foundation of workplace culture. Immediate advantages, such as changes in behaviour, relationships, or work performance, can be seen. Intangible advantages are internal to the person and are only visible when the employee reveals learning opportunities. Some advantages are instantly noticeable, while others may take time to manifest, mainly if other individuals are engaged. Each coaching session focuses on the goals and actions the employee must commit to meet their coaching requirements. Employees must commit to doing anything, no matter how modest, that will make an instant difference in their lives.
2.2 Benefits and Drawbacks of Multi-Facing Role of a Line Manager (Task.2) 
Leader. 
A leader does not always have a C or V title, nor do you need to be the most senior; you may set the example and drive action ahead, whether inexperienced or the most experienced or senior. Leaders take numerous shapes, and it is critical that one grasp the distinction between a manager and a leader. A leader could be a fantastic mentor if they have the time and energy to deliver value to their colleagues. Some brightest executives have reverse mentorship, which benefits the organisation significantly.
Coaching. 
Downey (2014) Onboarding new staff is typically a line manager's responsibility. Line managers most often or not expected to participate in coaching, one of the most demanding and stressful aspects of the job but also one of the most gratifying when you watch your colleagues progress. A coach, who is often older, helps individuals grow, improves colleagues' abilities, and helps to move the business ahead. Some of the top coaches in business are likely to be in other sectors of the business but may assist develop your talents and may be lower in rank and title but will train you. Remember that the finest sports coaches did not have long professional careers, but they have the attitude and tactics for success.
Mentor. 
Managers can now grow their subordinates' knowledge, skills, and capacities. Mentoring team members in their career development and having coaching dialogues with their personnel are two new abilities that are required. Mentors are generally unheard of; at any one time, you will observe numerous people mentoring others; this is most commonly informal and involves assisting colleagues in leading others without clearly stated goals or aims. Managers, who are frequently referred to as hidden leaders who fulfil numerous organisational functions, sometimes need more time to mentor.
				www.focus.business.com 
Managers. 
www.linkedin.com When more is required of managers with fewer resources in today's fast-paced world, there will always be a conflict between what managers believe to be their real operational job and the unneeded people management activities assigned to them. As a result, managers may need to be motivated to want to execute people management tasks like performance management. Managers must carry out performance management tasks even if they need more skills and motivation. Leadership style, as previously established, has a significant impact on the organisational environment; nevertheless, leadership style is influenced by the line manager. As previously said, the line manager plays the most critical and challenging function in performance management.
Skills and behaviour needed to become a good coach/mentor. 
Joo (2012) Employee and managerial development coaching and mentoring practises have grown in popularity over the previous decade. Development has traditionally concentrated on management level personnel, while line staff got training targeted to improve a specific set of skills required for their current position. However, as work teams become more prevalent and employees get more involved in all elements of company, development is becoming increasingly crucial for all employees. Whereas training focuses on improving employees' effectiveness in their existing positions, development prepares them for various positions within the firm and expands their capabilities.
Deans (2006) Developing coaching and mentoring skills through the GROW Model are popular capacity-building tools, especially in leadership development. Mentoring is a centuries-old method developed in the 1980s. Organisations incorporate the GROW Model into their management processes and leadership models to engage people to inspire outstanding performance and maximise productivity. Parsloe (2009) Over the last decade, the popular framework has been applied in coaching and mentoring. These interventions have evolved alongside the trend toward ongoing capacity-building procedures rather than one-time events. Coaching and mentoring sessions have a long-term effect and can enhance new techniques for getting results from people.
Building resilience and dealing with change (Task.3)
Change 
Tamunomiebi (2020) People, processes, techniques, tools, operations, and outcomes are all aspects of change management. People: Regarding the people dimension, remember that humans are at the core of companies and that Change Management (CM) is impossible without people. Employees or corporate workers might make up the change management team. When this is the case, there is a higher degree of change awareness, knowledge, and responsibility that can be readily absorbed, and individuals may be changed and emotionally driven more efficiently. 
Resilience 
Yilmaz (2017) The complexity of describing what appears to be a very basic idea of resilience are generally acknowledged. Resilience is a protective characteristic that includes various traits such as a feeling of endurance, enduring values, problem-solving, appreciation for engagement with people, and comfort with some degree of loneliness and isolation. Being resilient requires a skill set that you can work on and grow over time. Building resilience takes time, strength, and help from people around you.
Existing and emerging change in the workplace
Mihalache (2022) As the COVID-19 pandemic brings additional psychological, social, and work demands, employees can experience a change in how they feel about work. In particular, the pandemic has seen many employees adapting to new working methods because of increased working from home. This shift requires employees to adapt to new ways of communicating and interacting and find new ways to balance work and family demands. Since lockdowns in many countries have required people to home-school their children while also working from home meant, stress-related issues have implications on their work performance doing their jobs. For example, the implications of the HIV/AIDS worldwide epidemic in Africa show that firms suffer severe results in terms of employee well-being, such as reduced employee performance, more absences, and lower morale. They are gaining a more profound knowledge of how companies may more effectively navigate environmental changes such as the COVID-19 epidemic, which is critical since job-related well-being has also created various beneficial work-related outcomes. These include increased job dedication, lower turnover, reduced turnover and improved organisational performance. It has created various positive work and non-work outcomes, including enhanced pro-social behaviour, improved economic prospects, and improved health and lifespan.
Reflection and performance as a coach (Task.4) (Appendices 1)
This report has been carried out in order to reflect on the coaching session I have completed with a colleague, this will be able to reinforce my learning and help me interact with people in different situations. 
During my coaching session with Damien, I had a pre-discussion about his worries as a new supervisor. I was also able to identify problems he had with other employees and how they struggled to collaborate when responsibilities were delegated. For me, the major aim was to first identify Damien's areas of worry and how they could be impacting his team's job performance. Loughran (2002) Strategies through my coaching is to guarantee I can assist Damien set personal objectives and strategies to foster a greater open line of communication between himself and other workers. The relationship between time, experience, and expectations of learning through reflection is an important element of reflection, and to teach about reflection requires contextual anchors to make people episodes meaningful. 
[bookmark: _Hlk121330194]Reflecting on my own role as the coach, I felt myself dominating the conversation between myself and Damien, and providing solutions including a variety of approaches, but the first element is the recognition that in order to effectively coach, there must be a transparent recognition and adoption by myself. Davies (2012) Reflective practise is an increasingly important aspect of evidence for continuing professional development. The Gibbs reflection Model helped me structure a coaching session to support Damien learn from situations that he is experiencing. 
Description 
Reflecting on my own role as the coach, I felt myself dominating the conversation between myself and Damien, and providing solutions including a variety of approaches, but the first element is the recognition that in order to effectively coach, there must be a transparent recognition and adoption by myself. Davies (2012) Reflective practise is an increasingly important aspect of evidence for continuing professional development. The Gibbs reflection Model helped me structure a coaching session to support Damien learn from situations that he is experiencing. Damien requested a one-on-one meeting with me to address concerns affecting his new supervisory job. As the organization's leading coach, I had a pre-discussion, and my objective is to utilise coaching approaches to assist me to obtain a broader and more in-depth understanding of the problem and situation my colleague is experiencing.
Feelings  
Concrete Experience – When Damien discussed issues about his position, he emphasised a lot about not being assertive enough, and employees struggled to take him seriously as he was once a team member of the people he is now leading. I discussed with him that I had encountered similar situations throughout my career, and to reassure him, I explained that a complex problem could be quickly resolved with the proper support and guidance. I suggested I work closely with him to coach and guide him through this situation.
Evaluation 
Reflection observation – Reflecting on my coaching style, I highlight the things that went well, as the outcome was very positive. Things that went well were that before acting on the situation, I was able to question and draw out enough information to understand whether it was a leadership error or a communication error. Singer (1998) I must ask questions as it will encourage my employee to build a connection with me, creating an emotional bond. So, I listen, reflect and help them get all important questions answered. The four-step Grow Model helped me draw out a discussion that will help establish the key things we both need to know. This will then help to broaden the conversation to explore the risks of each option.
Analysis 
Abstract conceptualisation – We identified a slight problem between Damien and other employees through the meeting. I recognised that some senior employees didn’t take him as seriously as he would have liked them to have done. When delegated tasks, some employees would often challenge his decisions which often led to Damien feeling as though he was not assertive enough. I recognised that there were two solutions to tackle this situation, and the first one was to shadow Damien over the next few weeks, which would allow me to experience the problem and find a solution on how to tackle it. Once I conclude what was causing employees to feel like they have first-hand decision-making instead of him. I then considered myself to coach Damien, and this will potentially help him maximise his performance as a leader.
Conclusion 
Applying Gibb’s reflection six-step Model has helped me identify my strengths and weaknesses as a coach. I recognised that I could often give too much advice to the point where it could become overbearing. As a coach, I know I should be limited in how much advice I give to employees. I can often lose track, and I must focus more on helping employees gain insight and act, such as encouraging them to be more creative when it comes to problem-solving.
Action Plan 
Active experimentation – Encouraging collaboration is an excellent way to lead teamwork. Through our meeting, we discussed setting up regular meetings with the whole team within the department Damien supervises. We both agreed that this could positively affect the team as the sessions will be essential to issue resolution and brainstorming. Allowing everyone to express their concerns, thoughts and ideas freely. Hosting regular team meetings will create a culture of shared values and open communication. I want to ensure that the meetings create a safe space where the team and Damien can connect and develop new ideas towards issues and problems within the group. The sessions will give Damien the advantage to express and address his concerns about why some staff members aren’t cooperating when tasks are being delegated. I hope the outcome will create discussions towards new ideas on how to work together. If the problem doesn’t become resolved, I will suggest to Damien to enrol on a conflict management training course. This will train him to deal with difficult employees and encourage him to
better recognise and explore new strategies for resolving conflict situations and, most importantly, how to prepare and manage himself when approaching difficult conversations.
      Kolb (1984)
Personal development plan (pdp) 
[image: ]
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