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1.0 Introduction. 

This report is requested by Brynach Heffernan lecturer of Coaching and Mentoring skills for the workplace on the 4th of October 2021 and is to be submitted by Tracey Williams Peer Coach on the 10th of December 2021.The purpose of this report is to critically evaluate the differences between coaching and mentoring, considering the tangible and intangible benefits of these to the organisations. The report will include an assessment of the necessary skills and behaviours and evaluating the benefits or drawbacks of the line manager as a coach/mentor. Also, the role of coaching and mentoring in building resilience and dealing with change and how can poorly managed change impact the workforce? There will also be a critical evaluation of the peer coach exercise using reflective cycles such as Kolb and Gibbs and coaching models used for example Instant Payoff Model, Oscar and Grow, this will be an honest reflection highlighting the strengths and weaknesses of the coach and will include a personal development plan. 



2.0 Main Findings.
2.1 Task 1.
2.1.1 Define Coaching. 
Coaching aims to produce optimal performance and improvement at work. It focuses on specific skills and goals, although it may also have an impact on individual’s personal attributes such as social interaction and confidence. The process typically lasts for a defined period of time or forms the basis of an ongoing management style. (CIPD, 2021). However, there are some disadvantages of coaching in an organisation, having a lack of qualified coaches and persuading coachees’ to agree to the program. Also, it must be prioritised for the program to be a success. (Reynolds, 2021). 
According to Max Landsberg (2015) “to structure a coaching session Whitmore (1992) GROW Model is one of the most common coaching tools widely used by many great coaches”. The model provides a four-step structure for a coaching session, first step is Goal the coach and coachee identify the issue and objective for the discussion. The second step Reality sees both of them drawing on self-assessment and other examples to summarise the points. Third step Options is where suggestions are offered, and solutions are made. Lastly Wrap up where both show commitment for the solutions, define a timeframe for the objectives and recognise how to quash the obstacles. (Landsberg, 2015, p. 30). A similar coaching model is the Instant Pay-off first step is Problem, ask the coachee to describe what the issue is, then onto Outcome ask what their desired outcome is. Next is Blocks what are the obstacles that are between problem and outcome, then comes the Brainstorm which both do to these obstacles and then possible next steps. (Landsberg, 2015, p. 49). Another model of coaching is The OSCAR Model (2002) it provides a simple structure that helps to keep the coaching process focused, structured and time effective. The job of a manager is to maximise the performance of their team and it is recommended to follow these steps: Outcome: what is the desired long-term outcome and what would they like to achieve from the session. Situation: What is happening right now and what are the main issues and obstacles having an impact on them. Choices and Consequences: Brainstorm a list of choices and solutions and eliminate negative consequences. Action: Establishing a clear outcome and making the best possible choice to achieve it. Review: Ensuring all actions are regularly reviewed and evaluated to see if they are successful or not. (Gilbert and Whittlewoth, 2009, pp. 38-44).
2.1.2 Define Mentoring. 
Landefeld (2009) states that the web site mentoring.org defines mentoring as “a structured and trusting relationship that brings young people together with caring individuals who offer guidance, support and encouragement aimed at developing the competence and character of the mentee”. (Landefeld, 2009, p. 12). On the other hand, there can be disadvantages of mentoring if a pair is mismatched it can cause a strain on the relationship, and the mentor can get frustrated if the mentee isn’t progressing quickly enough. (Joseph, 2019).             
2.1.3 Draw similarities and differences between the two.                                           The similarities between coaching and mentoring are that they share many common characteristics. They both need to have similar mindsets and the same set of skills and behaviours and are guided by usually the same principles. The differences can be that a mentor is desired to have context specific expertise or knowledge, whereas this is seldom placed on a coach. Mentors will guide the mentee through their development, where coaches are more like to observe and give feedback on performance issues. (Clutterbuck, Megginson, and Bajer, 2016, p. 167). Passmore (2007) suggests that there are seven differences between them. Level of formality where coaching is more, and mentoring is less. The length of contract, coaching is shorter term where usually involves a couple of meetings and mentoring can be over a longer period. Outcome focus, coaching is more performance focused whereas mentoring is more career focused. Level of business knowledge, coaching is more generalist whereas mentoring is more sector knowledge. Training, coaching is more relationship and mentoring is more management training. Client, coaching is dual, and mentoring is single. Supervision and Support, coaching is formal where they will be in supervision and mentoring is informal where they may have period discussions from HR. (Passmore, 2007, p.13).  
Looking at another learning intervention, there are similarities between coaching and training in that both have listening skills, trust, and respectful challenge, coaches bring a bot of teaching into their activities and some trainers use a facilitative style. Coaches don’t provide information, resources nor insights whereas trainers set the topic and stories, anecdotes, case studies, and examples are often the essence of training. (Warshawski, 2021). If you link them to Clutterbucks four styles of helping coaching would come under directive/challenging and training is directive/nurturing. (Jones, 2014, p.5).
The tangible benefits of coaching and mentoring to employer and employee would be clarifying where there is change needed in the organisation e.g., staff retention, productivity, or profitability. The intangible benefits are improved relationships which renews individual productivity and is usually long-term coaching which is more effective for the benefits to take effect. (Johnson, 2019).
2.2 Task 2.
2.2.1 Discuss the multi-facing role of the line manager.  
A study by Stephen Ferrar identified a range of behaviours and habits by line managers and their teams which can cause problems. Some of these are time pressures, both parties may have hidden agendas, there may be conflict between the employees’ desire for some things to remain confidential. In some cases, managers, and direct reports to fall into ‘parent-child’ roles in any conversation. (Clutterbuck Partnership, 2012).                                                        Some advantages are there is already a trusted relationship between the line manager and coachee, understands the politics and culture within the organisation, and is available for support and developing the team’s resource, also encouraging loyalty to the business. (Gibson and Smith, 2021, p.14).
2.2.3 Benefits/drawbacks of line managers as coaches/mentors.  
Google launched Project Oxygen in 2007, the aim was to identify what managers do. The trait at the top of the list was “Is a good Coach” so Google set out to transform its’ managers into great coaches and for this they use The Grow Model to help managers be consistent and productive during coaching conversations. (Sneider, 2018).                                           However, according to CIPD (2021) an issue that is often raised is how effectively managers can coach their own staff, given the power relationship and the need for some distance and impartiality in the coaching relationship. (CIPD, 2021). 
There are drawbacks to mentoring it can be time consuming, the mentor hasn’t got the right skills for the role this could result in poor planning. Also, the pressure to take on the role which could result in resentment of the mentees. (Ehrich and Hansford, 1999).
2.2.3 Assessment of skills and behaviours needed for success as a coach/mentor. 
According to Walsh (2021) the core skills of a coach are listening, questioning, giving feedback, and providing a conversation structure. Listening is an important skill to be able to gain insight, show empathy and build a rapport with the coachee. Questioning is encouraging them to get to their own solutions and feedback helps to point out their strengths and learn through any mistakes. Conversation structure is to assist them in making it easier for them to reach their goal. (Walsh, 2021). 
Behaviours are a persons’ ability to do something, their actions, beliefs, and attitudes. There are 10 good coaching behaviours, communication, relationships, inspiration, collaborative, progressive, philosophy & values, technical knowledge, planning and doing. Looking at the importance of two of them, starting with communication the coaches need to be able to understand by listening, questioning, explaining, and prioritising information and identifying how & when it is best to communicate with others also breaking things down into understandable pieces. Inspirational is another strong behaviour needing to understand motivation, influencing & persuading, behaviour change, the coach needs to create positivity and support and to encourage this will help them stay motivated and achieve the goal. (UK Coaching, 2019).
2.3 Task 3. 
2.3.1 Define the terms resilience and change management. 
Resilience is having the ability to adapt well and bounce back when times are stressful either in the workplace or in personal relationships or health problems. It is a skill that can develop thoughts and actions to help you recover from these events in your life. (Riopel, 2021). 
Change Management refers to a set of basic tools or structures intended to keep any change effect under control. The goal is often to minimise the distractions and impacts of the change. (Kotter, 2011). 
2.3.2 What are the (existing and emerging) drivers of change in the workplace?  
John Kotter’s (1996) observations of leaders and organisations trying to transform their strategies generated his 8-step process for leading change: Create a Sense of Urgency; help others see the need for change through an aspirational statement that communicates the importance of acting immediately. Forming Powerful Guiding Coalitions; Ask for commitment and involvement from the leaders and key stakeholders in the entire process. Developing a Vision and a Strategy; by determining the core values and defining the ultimate vision and the strategies for realising a change in an organisation. Communicate the Vision; Communicate the change convincingly and connect the vision to crucial aspects like training and performance reviews, and handle peoples’ concerns with honesty. Removing Obstacles; ensuring the process and structures are in place. Create Short Term Wins; and targets instead of one long-term goal which are achievable and less expensive. Consolidating Gains; achieve continuous improvement by analysing the success stories and any improvements needed. Anchoring Change in the Corporate Culture; Discuss the successful stories related to change at every opportunity. (Juneja, 2021).
2.3.3 How can poorly managed change impact the workforce?  
Poorly managed change can be significant in the workplace, and they can include financial losses, a decline in quality of work, poor staff morale and motivation. The inability to retain staff and, also an increase in absentees, wasted time and resources and have an impact on the customers and suppliers. (NI Business Info, 2021).
2.3.4 How does building resilience through coaching and mentoring, help the workforce deal with change?  
Coaches/mentors can help build resilience in the workforce by enabling the coachee/mentee to cope with current situations and help them focus on reducing the stressors that are in their worklife. Optimism helps by expecting change to have positive outcomes, self-assuredness is a realistic view of their own capabilities to manage situations, focus on establishing and working to clear priorities, and openness to look for positive ideas. Willing to ask for support, structured, being proactive and clarifying these ideas is a first step towards building resilience. (Art of Mentoring, 2021).
2.4 Task 4.
2.4.1 Reflection based on my performance as a coach. 
I did my first coaching session a few weeks ago and had to do a scenario with one of my co-students. I asked probing questions to draw out their issues and to resolve possible outcomes, so we got together online and in the University a couple of times to go over these. I used the process of Instant Pay-Off Coaching Model for the session but also incorporated Grow and Oscar. I was quite nervous on the day so was stressing a bit and this is one of my weaknesses but felt I spoke clearly, and my questions flowed well. Practising with my coachee made me feel more at ease and I was relieved it went well. I did have notes in case I forgot any questions but still tried to not look at them so I could give some eye contact and one of my strengths was showing empathy towards my coachee, and i was precise in what I needed to do to get to the goal of the session making sure it was a SMART goal, I learned a lot from this scenario especially working well together with the coachee. The most challenging part for me was my confidence but by meeting up before was definitely beneficial to me. I feel my performance as a coach went well and I managed to make the coachee feel at ease from the start and being supportive I was able to build their confidence as the session progressed. I also helped them to draw out the solutions to their issues by not being judgemental. For my next coaching session, I would love to be able to do it confidently and to be able to do it without notes. Maybe in a more relaxed environment it would make the session easier. 

2.4.2 Observer Reflection.    
There were two observers and here are their observations:                                                                The coach made coachee feel relaxed and was approachable there was an open-door policy to contact, goals were easily identified and lots of eye contact, showed empathy, offered motivation and time scales were set.                                                                                            You provide a very effective introduction to this session. There is very good rapport achieved and you go through what the intended goal and outcome could be. This shows an understanding of the Landsberg model. There is good questioning technique, and you provide probing questions to go into more detail about the issues at hand and the possible outcomes that may be achieved. There is evidence of listening and responding to issues as they arise, and you provide supportive body language while being sympathetic and empathetic to the issues raised. This puts the coachee at some ease throughout the conversation. You offer opportunities for the coachee to provide solutions and discuss ways barriers and obstacles can be overcome. The conversation is well managed and although you are empathetic you do not offer judgments about the performance of managers. You also reflect on leadership styles which is helpful for future support of the coachee in the discussion. You are also very supportive and use a phrase like see how confident you sound now towards the end of the session. 
2.4.3 Reflective cycle framework recognised for reflection. 
For my reflection structure I used Gibbs (1998) Reflective Cycle it comprises six stages that guide the process of reflection: 
Description: Describing what happened without any conclusions at this point.                     Feelings: Say how you felt during and after the experience.                                               Evaluation: What was good or bad in the situation.                                                                Analysis: What sense you could make of the situation.                                                     Action Plan: What would you do if the situation happened again? (Markkanen et al, 2020, pp. 46-62)
2.4.4 PDP.
One of main areas for my development is improving my confidence in talking and presenting in front of people., also some coaching and mentoring skills. See Appendices.
2.5.5 Is Instant Pay Off Model effective in peer exercise or would use a different Model in future.
I found the Model effective in the exercise it was quick and easy to follow and with a limited timeframe on the day worked well. If I had a longer coaching session in the future, I would use Whitmore’s (1992) The Grow Model.
2.5.6 My Reflection overall. 
My overall reflection is that it went better than I thought, after initial nerves the more I interacted with the coachee the more relaxed I became. I helped them find solutions to their issues and built up their confidence as the session progressed. The two observers’ reflection was positive showing I had covered most elements which makes me feel it went well. I found the session interesting in the fact that I was asking not telling and drawing them to get results. Overall, I am pleased with the outcome.


3.0 Conclusion. 
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Description automatically generated]Coaching and Mentoring skills.
Review within two weeks and completion in six weeks.
To achieve the knowledge and the skills, and the best possible marks.
Support from my tutor and resources from books and training workshops.
Attend all my classes in my module.
To interact more in class and work more with teams.
Within 6 months for completion and reviewed every two weeks.
To improve my confidence in talking and presenting.
My tutor, friends, and classmates, to practice speaking in front of them.
To be able to stand in front of people and talk confidently.
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