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1. [bookmark: _Toc130556826]Introduction
Coaching and mentoring are terms used often in organisation (Clutterbuck, 2010). Even if those terms are common in an organisational context, little is known about their real importance (Clutterbuck, 2010). Therefore, the report is looking to investigate the role of coaching and mentoring in organisations. Firstly, the report will define each term and will look to identify the similarities and the difference between the two. Then, the report will look at the role of leadership in coaching and mentoring, with a particular interest over the managers that are used for coaching or mentoring purposes. The report will also present three main coaching models, where it will be explained their particularities and the best situation to use them, as well as skills needed to be able to implement that model. Still looking into coaching and mentoring, another chapter will be dedicated to the role of coaching and mentoring in building resilience and help with the changes that happen in companies. 
The report will also have a second part. The purpose of this part is to analyse the coach leader role that was performed a few weeks ago, by reflecting on it using a reflection cycle. The reflection then should be able to highlight potential improvements that must be made, and these will be included in a personal development plan. 
2. [bookmark: _Toc130556827]Coaching and Mentoring – similarities and differences
Starting this chapter with Coaching, this represents a form of development where a trainer, also known as a coach, is helping employees, also known as coachees, to gain a new skill (Milner et al, 2020). Coaching happens on a limited amount of time, and it is not a constant practice within the company. Coaching mainly happens when a problem has been identified within the business and it is necessary for the staff to gain a new skill (Hambly and Bomford, 2018). As it can be already deducted, coaching’s purpose is to teach people new skills to help them perform in their roles better (Garvey et all, 2008). However, coaching is not suitable for teaching people how to do their job. For a better understanding, an example will be provided. If a company is a struggling to have more sales, coaching will not be used to teach people how to sell, but to make people gain negotiation skills or communication skills. The coaching is also complex because it can be done by an external or internal coach (Schalk and Landeta, 2017). The external coach is the one that is not part of the organisation and is hired a third party to make people gain certain skills. The internal coach is the one that it is part of the organisation and is often a person who is highly productive and with great overall results. There are advantages and disadvantages at using both types of coaches. While the internal coach is already part of the company, he might have valuable information that he can chare with others from his own experience. However, the external coach can bring a new perspective and people could relate more to that. At the same time, being an internal coach means that the actual role of the coach within the company will be put on hold while he is doing the coaching. This problem, however, is not applicable when the coach is brought in through external sources. At the same time, companies that do not have enough capital to invest in coaching often prefer to choose an internal coach, because it does not involve any additional costs (Podolchak et al., 2019) 
In an opposite direction from coaching, there is the mentoring. Mentoring is a longer process than the coaching, and it is often used to teach employees how to do their skills (Hussei and Campbell-Meier, 2021). Mentoring is always an internal process, and quite often the company is hiring a trainer whose sole responsibility is to conduct training sessions with the employees. Other times, the company puts in the role of a mentor either the HR or a leader, depending on skills, training type and availability (Mullen and Klimaitis, 2021). 
Coaching and mentoring are essentially different. However, the two concepts also have common characteristics. One main common characteristic between coaching and mentoring is the fact that they both need engagement from participants in order to be effective (Parsloe and Leedham, 2009). Without active participation on behalf of the employee, the teachings from coaching and mentoring will not be assimilated and the desired results will not be reached. At the same time, both the mentor and the coach must know how to make their sessions to be attractive and engaging, so it can be considered that a two-way communication is required. Even more than that, both types of sessions have as main goal to help the organisation improve the productivity and the profit, but each session is helping in a different way. Lastly, while both sessions are very different, they are both necessary. A company cannot only implement coaching or only implement mentoring, but it must be open and identify when each of the sessions are truly needed in order to achieve the desired goals. 
Now that the similarities between coaching and mentoring have been identified, the differences will be discussed. The main difference is the type of learning that each of the sessions are providing (Hayden, 2021). The coaching provides a more personal approach through skills developing, while the mentoring provides a more on the job approach by helping employees learn the job responsibilities or use the programs. Another difference is the fact that coaching can be done through internal and external coaches, while the mentoring is limited at only internal mentors (Klasen and Clutterbuck, 2012). At the same time, even though both sessions provide help, the way that they are providing the help is different, as well as the type of help provided.
Looking further into types of help, specialists have discovered that there are multiple helping style. Apart from the coaching and mentoring which have been already discussed, there are three more types (Mullins, 2016). A type of helping style is the guiding. This is referring to the fact that sometimes, a coach or a mentor must let the participants identify their own way of doing things, but only provide guidance on how to approach certain issues. Another type of help is counselling. This is extremely important nowadays when mental health has seen an increase. Counselling means to listen to the participants and to help them overcome obstacles or be able to work during challenging periods (Wastergaard, 2017). Out of all, this is the most important helping style, and every company must have counselling implemented to help employees manage stressful situations. Finally, another type of helping style is the networking. This means that employees are put in contact until they create a network of people that can help between them. 
Going back to coaching and mentoring, it is mandatory to identify their benefits in the organisation. These benefits can be two types, tangible or intangible (Indeed, 2020). Tangible benefits refer to benefits that can be measured after coaching or mentoring sessions (Indeed, 2020). A couple of examples of tangible benefits are SLA achievement, cost reduction, or an increased productivity (Indeed, 2020). On the other hand, the intangible benefits are the opposite, they cannot be measured, but their effects are being seen in the tangible benefits (Indeed, 2020). A couple of examples of intangible benefits are improved teamwork, decrease of conflict or improvement of the communication skills (Indeed, 2020). 


3. [bookmark: _Toc130556828]Using line manager as a coach or mentor
Clutterbuck (2010) argued that a line manager will be always responsible for the productivity of its team. Line managers must always integrate coaching and mentoring in their leadership styles. This is because it is the main interest of a line manager to have an increased productivity, low rate of conflict and happy team members (Clutterbuck, 2010). Because the line manager has its own duties, it sometimes can be very complicated to make time to coach or mentor others (Smith, 2019). However, a line manager’s performance is a direct reflection of the team situation. For example, if the team members do not have the necessary skills that could make them sell more, then the sales report of the team will show that the team is not reaching its target. Therefore, the line manager must coach its team members to learn skills that could make them sell more, such as objection handling, negotiations, communication skills or active listening (Parsloe, 1999). Without wanting it necessarily, the line manager must be a support for the team and be able to fit the shoes of a coach or a mentor during challenging times for the team. 
At the same time, in order to be the support that they need to be for their teams, line managers must not only have impressive knowledge about the job and how to do the job, but they also must know what skills are needed in order to perform at the job (DiGirolamo and Tkach, 2019). However, an even more important part is that the line manager also knows how to communicate and teach its team members, because is not only necessary to have the knowledge, he also must know how to transmit it to others (MacLennan, 2017). 
There are three main types of models that can be used by line managers when they are coaching. The first one is the Grow model (Panchal and Riddell, 2020), which is mainly used in establishing goals and overcome the challenges that are stopping an employee from achieving that goal. Another model is the Oscar model (Gilbert and Whittleworth, 2009), and this is used when an employee struggles on a personal level and wants to further develop. Lastly, the Instant Pay Off model is the model that is the most used because it offers instant results (Birch, 2001). Each of these models must be used in appropriate times. Sometimes, the challenge might be to identify which model can be used in a certain situation. Using the wrong model can potentially have an unexpected outcome where the initial goal of the coaching has not been achieved. 
4. [bookmark: _Toc130556829]Role of coaching and mentoring in change and building resilience
Companies are often dealing with change. This means that the workforce of a company must be resilient, meaning that they need to be able to adapt to all the changes, either positive or negative (Cook, 2021). Therefore, the role of coaching and mentoring in change and building resilience is to help people become more resilient. Since coaching is the process that teaches soft skills, it is argues that coaching is the most effective tool to use on employees that are not resilient (Smith, 2017). However, when dealing with change, it is argued that mentoring is the best tool to use because it will help the employees learn the new processes faster. 
Without implementing coaching and mentoring sessions when dealing with a change at the workplace, the chances of the change to not be successful are increased (MgKee, 2021). This is because the employees must be able to adapt to the changes but to also help at implementing it as a new standard procedure (Pemberton, 2015). 

5. [bookmark: _Toc130556830]Reflection
I have been both a coach and a coachee during the peer exercise. However, what I will analyse today is my performance as a coach. I believe that I did a good job at being a coach. I have created a scenario that I was familiar with, and I did my best at asking open and closed questions. I have also used the Instant Pay Off model to offer suitable solutions that will have an immediate result. Overall, I felt like I was not very confident in my performance even though I was familiar with the scenario. I have also learned that lack of confidence can make a coach perform badly, even though the information given is correct. 
	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 will be?
	Target dates for review and completion

	Learn how to become more confident
	I need to be coached on this and learn everything about attitude and the importance of confidence
	I will need a coach that known how to teach confidence
	When I will feel confident in myself again
	A year because I know it takes a lot of time to develop this skill.




6. [bookmark: _Toc130556831]Conclusion
In conclusion, coaching and mentoring are two different types of tools, but each is very important in the company. While the coaching teaches employees how to develop soft skills, mentoring is focused on the hard skills. However, a company must be able to adopt both tools and use them accordingly when needed. At the same time, the line manager must be prepared to become a coach or a mentor when needed. At the same time, in regard with the resilience and change, coaching and mentoring must be both applied by the companies to successfully get through challenging periods of time. 
The reflection showed that the coaching exercise was successful, however a lack of confidence has been identified, which is the major recommendation to develop. 
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