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[bookmark: _Toc68688788]Executive Summary
	Coaching and mentoring are the main practices that shape organisations' success by influencing the development of employees and effective change management. This study looks into applying these two concepts within the organisational context identifying their similarities and differences. The paper reveals both the tangible and intangible benefits of using these practices in an organisation. It elaborates on the line manager as a coach and delves into how coaching and mentoring can be incorporated into the change management system. Lastly, it reflects the personal experience of coaching and mentoring.
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[bookmark: _Toc68688789]Introduction
	The report's primary purpose is to assess the purpose of coaching and mentoring within an organisational context. Coaching can be defined as a unique training technique carried out on-the-job to help learners develop skills, acquire knowledge, and enhance work performance. On the other hand, mentoring is a willing relationship between an employee and their senior or any other individual, with a primary aim of learning, growing, and career development (McCarthy, 2014). Coaching and mentoring help align the roles of the organisation and make the overall goal clearer to the employees. 
[bookmark: _Toc68688790]Main Findings
[bookmark: _Toc68688791]Task 1: Similarities and Differences
	Some people use the words coaching and mentoring synonymously, but in as much as they appear to be similar, they have several differences. The employee's line manager exclusively conducts coaching. Still, mentoring can be done with any other person other than the line manager to advise the individual, offer a guide on how to progress their career, and solve organisational issues (Bozer & Jones, 2018). Additionally, coaching focuses on ensuring that the employees fulfill their day-to-day activities and boost their job performance.
	Mentoring can be more effective in growing the learner because it can offer both informal and formal training in the job. On the other hand, coaching focuses exclusively on formal training because it is considered the line managers' responsibility, meaning that mentoring has a higher chance of developing deeper relationships and connections with the learners (Hollywood et al., 2016). While coaching focuses on the performance and the skills of the employees, mentoring emphasizes the potential and capability of the learners. Based on the reasoning, it is evident that the coaching procedure focuses more on addressing the learner's short-term needs while mentoring emphasizes the long-term needs. The main similarity is that both of the practices focus on developing the learner's needs. 
	Clutterbuck (2008) stipulates that there must be a balance between the organisation's behaviours, which can either be directive or non-directive behaviours. The directive behaviours are more inclined towards the line manager's capability to set goals for the learners and identify ways of achieving them. In this case, the manager also provides feedback to the employees, making recommended changes and growing (Crompton, 2012). On the other hand, the non-directive dimensions focus on the learners' capability to develop themselves. The interventions set to help the team members learn and grow vary in between these two dimensions.
	Based on the concept explained above, the other interventions that can be applied to help employees in organisations grow and reach their potential include counselling, networking, and ensuring that they have a guardian. The guardians are people superior to the employees. They are responsible for making sure that the latter takes part in high-learning and high-profile projects that expose them to valuable insights that facilitate growth (Clutterbuck, 2008). Guardians act as role models and advise the learners during the process.
	On the contrary, counselling focuses more on the learner. It ensures that the latter is provided with solutions that can help them fight their fears and eliminate any obstacles that limit their progress. Lastly, the networkers help the learners be self-reliant by assisting them in making meaningful connections and embracing opportunities in the shortest time possible (Rolfe, 2015).
	Mentors should have skills that will encourage the people to attain their long-term needs, including the skills to provide challenging ideas, build the employees' self-confidence, and listen to their issues (Crompton, 2012). They should offer to share growth experiences with the learner and elaborate on the most essential factors that gear the organisation forwards. The mentors should be skillful enough to encourage self-reflection amongst the employees, encourage, trigger creative thinking and help the learners to grow their careers (University of Wolverhampton, 2010). The skills required for coaches are similar to those of mentors and include building communication skills, emotional intelligence, trust, and understanding the line manager's power perception. Below is an image that summarizes all the essential skills of a mentor.
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Fig. 1.0 Mentor Skills Retrieved from http://www2.wlv.ac.uk/registry/qasd/RandV/R&V%2009-10/UWBS/Collab%20Mentoring%20Handbook.pdf
	Coaching and mentoring provide both benefits that can be measured and not quantifiable. Some of the intangible benefits include the fact that the two practices make it easier for the management to recruit and induct potential employees (Grief, 2013). When the senior leaders mentor the new employees, they familiarize themselves with the environment more efficiently, allowing them to settle faster and be productive. The fact that the recruits quickly get accustomed to the workplace through mentorship is that when they get proper support from the beginning, they feel valued and increase their loyalty and commitment (Landsberg, 2015).
	The employees experience an elevation in their motivation levels because they understand what they are supposed to be doing and their direction to attain the organisation's long-term goals. Mentoring allows the employees to see the paths they can take to elevate in their careers, and for this reason, they are more motivated to follow it and pursue it (Hollywood et al., 2016). Coaching and mentoring supports the management of the organisational culture through exploring the diversity of the values held by the different employees in the organisation. Furthermore, it can be easy for the employees to venture into the organisation's powers and see the viable factors to change and those that are fixed (MacLennan, 2017).
	Coaching and mentoring successfully influence planning because it allows the management to look into its talent pool. Consequently, the management can make plans based on the employees' strengths and devise meaningful strategies to boost their weaknesses. Coaching and mentoring improve communication, which encourages teamwork and enhances the organisation's overall productivity (Landsberg, 2015).
	One of the tangible benefits of coaching and mentoring is staff retention. Employees who feel valued and encouraged in the organisation are less likely to leave, reducing turnover rates (Ojedokun, 2011). The costs linked to the re-recruiting and re-selecting of the potential employees will decrease because the employees stay in the organisation due to increased motivation and a sense of value.
[bookmark: _Toc68688792]Task 2: Line Manager as a Coach
	Line managers in organisations act as coaches but with diverse levels of formality. In some businesses, the coaching practice taken up by the line manager is formal and entails the use of frameworks for guidelines. On the other hand, some organisations perceive coaching as part of the line manager's responsibilities and therefore expect them to do it as their role (Filsinger, 2014). The primary purpose of using line managers as coaches is to enhance the employees' performance by teaching them how to identify their weaknesses and strengths.  Anderson (2009) identifies several factors that the line managers should consider to encourage employees' engagement in the coaching procedures and learning. Some of these aspects include building communication skills, emotional intelligence, trust, and understanding the line manager's power perception.
	The increasing interest of managers as coaches has influenced diverse traditions in the concept, including different practices, including career counselling, sports coaching, personal effectiveness, and style theories for participative management (Hirsh et al., 2014). Even though coaching seems like part of line managers' roles, there are several challenges faced in this duty line. Individual factors may limit how the line managers partake in the coaching process. Some of these aspects are, absence of self-belief and no clarity about their learning needs may hinder these managers from fulfilling their roles (Anderson, 2009).
	Some organisations keep making changes in team compositions, making it difficult for the team managers to create a deep rapport with the members (Filsinger, 2014). Additionally, some factors like the need to meet deadlines and prioritize other tasks may make it difficult for the line managers to see the essence of sparing time to coach their followers or team members (McCarthy, 2014). Line managers also have many duties at hand, including ensuring that the employees enhance their performance and ensure that the operational processes are running following the business expectations. For this reason, the line managers may perceive taking the duty of coaching as an extra burden that may discourage them (Khakwani et al., 2012).
[bookmark: _Toc68688793]Task 3: Role of Coaching and Mentoring in Change and Management
	Change management is a discipline that provides a framework on how employees can prepare and adapt to change to influence success in the organisation. Today, businesses thrive in both competitive, challenging and dynamic business environments. The more the business environment in the world keeps operating with a lot of complexity and uncertainty, the more the businesses need to figure out strategies that will enforce change in the background and adapt to the incoming ones (Rosha & Lace, 2016). Change is inevitable, and it creates an impact on all organizations. While change has to occur in an organization, the internal stakeholders still need to attain their goals, grow in their careers, and enhance their overall performance (Jones et al., 2016).
	Greater awareness is one of the biggest trends in change management. Coaching comes in as an effective strategy because it is performance-oriented. In this case, the line manager will teach the employees how to overcome the limitations brought forth by the changes and still be productive in their work. On the contrary, mentoring will encourage and motivate the employees to overcome their fears and emerge successful despite the challenging changes. In other words, coaching and mentoring provide the needed support and encouragement needed by the employees to tackle the changes in the environment.
	Based on the mentioned troubles, organizations that seek to perform well usually incorporate development and learning activities in the change management initiatives (Rosha & Lace, 2016). Monitoring and coaching play a significant role in developing the employees' capabilities and providing them with new knowledge. Through these practices, the employees can gain insight into the change, set the required skills, and make the necessary adaptations to enhance performance and productivity. Some of the coaching and mentoring activities that can be useful in promoting change management include e-learning and classroom training (McCarthy, 2014).
	Recent research reveals that coaching activities are the most useful in helping organizations attain their change management initiatives (Arora & Rangnekar, 2014). The stipulation is that the line managers tailor the change initiatives to the dynamic team and individual employees. In most cases, some of the coaching activities applicable in change management include addressing the employees' strengths and weaknesses and the leadership style. Additionally, the coach has to build resilience, develop a change readiness strategy, and find both the procedures and tools to help in adaptation (Rosha & Lace, 2016). Additionally, coaching and mentoring allows the employees to develop the courage to overcome the changes experienced challenges.
[bookmark: _Toc68688794]Task 4: Personal Experience of Coaching and Mentoring
	My personal experience with coaching is linked to performance improvement in the workplace. One of the most significant steps during the practice was self-assessment, where I needed to identify my strengths and weaknesses. The model used in the self-assessment is the SBI (Situation-Behavior-Impact) Framework which allows for one to develop and provide feedback. The model looks at the situation, which entails what the problem is, how it occurred, the Behavior that contributes to the case, and its outcome (Thedham, 2013). Based on the pay-off model, the first of the questions I used in the coaching session was "what is the problem you would like to focus on today?". Following this question, the coachee described the problem with specific examples and a small amount of relevant background. My second question was” what is your think is causing this? At this stage, the coachee described the current situation by adding specific examples. I used the question "tell me more about that?". Answering this question, the coachee, describes the desired outcome.
To find the blocks between the current situation and the desired outcome I ask ". what other factors could contribute to this situation? 
	The reflective cycle that I used in personal reflection is the Gibbs reflective cycle developed in 1988 by Graham Gibbs. The model provides six stages that one goes through during consideration, including describing the experience, identifying its feelings, evaluating it, analysing it, concluding about what was learned, and finally making an action plan of how to deal with the experience in the future (He et al., 2018). In this case, the experience was performance management, and I evaluated it by identifying my strengths and weaknesses in the area.
           One of the strengths that I identified concerning improving performance is that I have excellent communication skills to build a rapport with different stakeholders in the organization. This strength is relevant in networking mentioned earlier in the paper and can help me improve performance as a coach and progress my career. Furthermore, it is a practical skill in boosting teamwork, contributing to generating new ideas that can enhance productivity in the workplace (Rolfe, 2015).
           One of my weaknesses when it comes to performance is adaptability. Rigidity when it comes to embracing change in the dynamic business environment lowers my morale and, as a result, compromises my performance as a coach in the organization. My inability to adapt to change also influences other factors that might impact performance, including job knowledge. If one is not flexible to change, their skills may be undermined and the capability to increase job productivity.
	In the future, my development plan will involve what I want to learn, what I have to do to eliminate my weakness, the resources that I need, and how I will be able to measure myself (Landsberg, 2015). The rigidity to change makes it challenging to apply the Instant Pay-off model because it is challenging to move around obstacles that require transitioning or an advance in a given situation (Thedham, 2013). Knowing these weaknesses will allow me to train and use the right resources to eliminate them properly. Developing networks will help me gain the support that I will need to be resilient to change. My team members' increased productivity will be a relevant measure to show progress in the experience.
[bookmark: _Toc68688795]Conclusion
	In summary, coaching is an inherent factor in mentoring. While anyone can conduct the latter deals with an individual employee, the former can only be carried out by the line managers using a specific guideline that offers directions to the team members. These practices influence change through development and bear benefits such as enhanced communication skills, better recruitment processes, motivated employees, and influence successful and meaningful planning.
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