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Executive Summary
In this report professional and emotional growth involves counselling and mentoring. Individuals continue to take part in educational and mentoring activities to recognize the fields and attributes of their potential. There are cases in which counselling and mentorship meetings have led people to realize their potential. They still have the attributes in them; however, certain incidents limit the participants to talk of their secret abilities. Mentoring is a type of individual aid, in which an individual shares his expertise, skills and relationships with an experienced person with difficulties. Coaching seeks to make coaches understand their maximum ability. The focus is on enhancing efficiency and development. Persons are subject to both mechanisms to increase performance.
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[bookmark: _Toc66978981]Introduction 
Professional and personal development requires going through coaching and mentoring activities. Individuals need to participate in coaching and mentoring programs to identify their potential areas and strengths. Cases are found where coaching and mentoring sessions have guided the individuals to recognize their potentiality. They already have the qualities inside them; however, certain incidents restrict the participants to express their hidden talent. Coaching and mentoring involves several areas of corporate and non-corporate functions such as talent management, training programs, leadership campaigns and much more. Coaches and mentors are involved within these sessions to help participants know their worth for a better future for them. This study will feature the differences of coaching and mentoring highlighting their contribution in improving a person's performance (Smith, 2017). The study will put its attention to draw the fundamental concept of these two elements along with a reflective discussion. 
[bookmark: _Toc66978982]Similarities and differences between coaching and mentoring
Definition of coaching 
This is a performance-driven process that is designed to develop individuals' professional and personal skill and mindset. Coaches generally monitor an individual's performance and note their requirement of changing certain areas (Burt, 2019). They are not responsible to make those changes but to instruct the individuals to work on those areas. 
Definition of mentoring 
Employee’s training process under which a senior hierarchy is involved to play a role of an advisor, counsellor or guide, is named as mentoring. The individual responsible for this process provides feedback on the participants as per their changed performance. Mentors are recruited to make required changes within individuals' performances. 
Similarities and differences 
Both the processes are applied to the individuals for the betterment of their performances. Coach and mentor perform a combined job (Garvey et al. 2017). Coach identifies the drawbacks of an individual. Mentors train the individuals to get rid of their weak points that are identified by the coaches. However, some thin differences exist within them. Coaching is a performance-based activity, while mentoring is development-based activity. Coaching is comparatively a short-term process; however, mentoring is a long-term process that is established on mutual interests. Coaching is a more organised mode of operation in comparison to mentoring. 
Comparison between coaching and mentoring 
Mentoring is a form of one-on-one assistance in which one person shares their experience, abilities, and relationships with a less experienced person to help them with complexities. Coaching strives to help coaches achieve their full potential. The emphasis is on performance improvement and growth. Individuals are subjected to both processes in order to improve their efficiency (MacLennan, 2017). The positions of coach and mentor are synonymous. A coach identifies an individual’s weaknesses. Mentors help people overcome their weaknesses, which are defined by the coaches. However, there are some slight variations between them. 
[bookmark: _Toc66978983]Tangible and intangible benefits of coaching and mentoring
· Tangible and intangible benefits of coaching: Coaching increases individual performance enhancing the sales and revenue margins. This improves productivity of business and reduces customers' complaints. Decreased production cost is another tangible benefit of coaching (Passmore et al. 2017). 
Higher customer satisfaction and professional development are some of the intangible benefits of coaching. 
· Tangible and intangible benefits of coaching: Increased interest of staff is one of the leading tangible benefits of mentoring. This is helpful in improved organisational performance. Mentoring helps to improve the employee morale and reduces the conflicts among employees. 
On the other hand, mentoring helps workers to understand the importance of a balanced work-life schedule. Better employee relations and organised workplace culture are some of the intangible benefits of mentoring (Passmore et al. 2017). 

[bookmark: _Toc66978984]Evaluation of line manager 
Role of line manager
Line managers supervise other staff and the activities of a company.  They are important to the success of many companies. These personalities supervise and oversee workers' performance on a regular basis and function as a liaison between employees and upper management. They are primarily responsible for ensuring that the organization's goals and strategies are carried out successfully. Line managers work with the human resource department to understand the potential of physical assets that are used in organisational development (Turner et al. 2018). In short, a line manager is in charge of overseeing staff performances and personnel in order to fulfil particular functional or non-functional objectives. 
[bookmark: _Toc66978985]Benefits and drawbacks of line managers 
Line managers help companies to understand the requirement of staff analysing the upcoming work pressure. These individuals coach employees and provide performance feedback to their teammates. As a mentor, they identify the requirement of different corrective actions of staff. Organisations enjoy these advantages of recruiting a line manager within their framework for better and systematic review of the whole process. These managers are committed to measure team metrics and better team performance against the monitoring targets (Ali et al. 2018). 
Line managers come up with power to make decisions for the subordinates that can upset them at times. This can affect on staff performance. Poor staff performance can ruin the organisational productivity and profitability. When a company follows line structure, they involve several senior managers along with line managers to coach their employees' performance. Involvement of more than one manager within the team may raises conflicts and staff can be confused. These confusions can raise serious trouble within the project. Unwanted delay can ruin the project flow due to this (Renaud, 2020). 
Required skills and behaviours of line managers 
Line managers need to come up with certain skill and behavioural outcomes that can influence the workers to obey them. They need to maintain a decent attitude so that staff can respect them. Line managers require maintaining a systematic principle while coaching their subordinates (Angela-Eliza and Daniel, 2018). Some of the skill and behavioural outcomes of a line manager are as follows, 
· Trust-building 
· Stable networking within team
· Maintaining a personal resilience 
· Ability to manage uncertainty
· Thorough follow-up of the project outcomes 
· Guiding the team for better results
· Quick decision-making abilities 
· Good personality 
· Professionalism 
· Good listening abilities
· Analytical sense 
· Problem-solving abilities 
· Respecting others 
· Conflict management abilities 
· Good understanding of probable risk factors
Influence of coaching in change management 
Definition of change management
Changes are implemented within the organisation to improve the production and service quality of the organisation. Managers are required to observe the functional loopholes within the process to adopt solutions. Implementation of solutions to resolve some of the weaknesses required to bring changes within the firm. Organisations require analysing the effects of changed culture, system and processes before drawing them, as they cannot afford to experience any negative influences of those changes (Bachkirova et al. 2020). Change management refers to the strategies and procedures that an organisation uses to define and execute change in both internal and external processes. All interested individuals must understand the progress through the different stages and analyse its effects. 
This long-term process supports organisational development involving several tools and techniques. Change management is responsible for the effective introduction and application of change in the workplace. It enables employees to comprehend the transition and work efficiently through it. Business changes can be challenging and costly in terms of both time and money if successful organisational change management is not enforced.
Drivers and trends of managing change 
Organisational changes are implemented to improve certain processes. Several components insist managers to bring changes. These are the reasons behind including changes. The change management process influences several parts of the organisations. Several departments contribute their efforts to adopt changes. These are drivers of organisational changes. Change drivers are affected by the changes; however, they cooperate with organisations to implement the changed elements effectively within the system (Vikaraman et al. 2017).  Almost all internal and external parties can be named as the change drivers. Following points show a detailed list of change drivers. 
· Human resource managers 
· Consumers 
· Stakeholders
· Change legislation
· Market rivals 
· KPIs 
· Technological development
· Globalization
· Management
· Internal issues 
· Risk elements
· Government policies, laws and agreements (Woo, 2017)
· Organisational assets or resources 
· Political infrastructure 
· Social changes 
· Organisational sustainability 
· Innovative approaches 
· Trade unions 
· Rate of unemployment 
· Environmental protection regulations 
· Professional associations 
Almost all kinds of elements that are affected by the adopted organisational changes are called change drivers. 
Contribution of coaching and mentoring in organisational changes 
Mentoring and coaching helps organisational staff to adopt the changes as soon as possible (Benge et al. 2020). Changed circumstances can be critical for employees to fit within the system. This can provide a negative influence on organisational productivity. Mentors and coaches are required to identify the trouble faced by the staff members to fit within the changed culture and environment. Mentoring and coaching assists in the creation of meaningful, substantive progress in individuals and the transfer of changed information. These help organisations to adopt the changes culture easily fit the betterment of their future. Coaches arrange several programs to understand employees' mental and psychological opinions regarding the changes. Once they recognise any weaknesses and difficulties, they push those participants to take part in long-term mentoring sessions for the fast acceptance of changes (Bradford et al. 2017). 
[bookmark: _Toc66978986]Strengths and weaknesses of coaching and mentoring as change management tool 
Organisations are seen to utilize coaching and mentoring practices to accept required changes as soon as possible. This makes coaching/mentoring as an organisational tool to implement changes within their system. By improving and strengthening an employee's skills, coaching and mentoring makes them more valuable to the company (Carr et al. 2017). Coaches show the staff their performance loopholes and improve requirements to fit within the changed or developed organisational set-up. However, excessive pressure while mentoring sessions can result negatively on them. Mentors/coaches require understanding that they need to maintain a professional gap while preparing them for changes. Both excessive friendliness and strict attitude can affect the opposite, which is a disadvantage of coaching and mentoring. Mentors should not instruct their subordinates to follow them in each activity. Minimum Fred must be provided to the employees so that they can make their own choices while adopting the change regulations. 
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During the exercise as a coach for my colleague I have tried to realise my colleague problem at first. I have understood that he does not feel confident to ask his friends for help and he find difficult to accomplish the task in a certain time. During the exercise I used open and closed questions and strategies to discover the reason why coachee came to a coaching session.  I think I have done my best to uplift his engagement and morale in that short period. As a coachee I felt little bit nervous speaking about myself and I realise that I need to practice more, to be open in front of others, and to not rush. The only bad point during this exercise I think it was represented by time management, because the exercise should last longer than it actually was.
Overall, I really enjoyed the exercise and during this module I learned new things that I should start put them in practice. I have learned about myself highlighting my strengths and weaknesses. 
I think I am a good listener. I have the ability to understand people's issues. I can gain their trust in a short period. Advantages of gaining trust are participants express their issues easily. I have enjoyed talking and listening to my colleague. I need to provide them better and fast solutions. Lack of creativity has made me follow traditional coaching programs, which is proven my weakness (Huline-Dickens, 2020). 
I need to make improvements in certain areas as a coach and as a coachee. ‘My feelings regarding my performance are very important’ (Fibucj and Robertson, 2018). I need to go through the details of activities and my previous experiences to improve my skill. I need to evaluate and analyse the steps I have taken during this module. Once I reach the conclusion, I need to prepare an action plan. This action plan needs to consist of all the required changes and their completion time for better progress. This lesson will help me to apply various types of coaching processes. I have realised the role of implementing creative mentoring sessions to understand the participants' mindset. I can apply in better places by using these lessons in my career. 

[bookmark: _Toc66978990]PDP analysis 
Personal development plan is a part of the action plan that will consist of all necessary elements I need to add to increase my coaching abilities. This plan requires me to feature all the solutions for each drawback within my personality (Górka et al. 2019). A detailed PDP is attached in the Appendix. 
[bookmark: _Toc66978991]Effectiveness of instant “pay-off model” 
Intent pay-off model is applied to describe and identify the problem. Lastly, it describes the desired outcomes by adopting the solutions of those problems. I think this model is useful in solving problems with my coaching efficiency. This model plays an effective role to develop an individual's capabilities by identifying and characterising the issues (Gray, 2018). 
[bookmark: _Toc66978992]

Conclusion 
The report has denoted that coaching and mentoring programs are needed for professional and personal growth. It can be said that individuals must take part in coaching and mentoring activities in order to recognise their future fields of expertise and strengths. Individuals have been motivated to recognise their potential by coaching and mentoring sessions. They already possess the qualities; however, such events limit the participants' ability to demonstrate their latent potential. Talent management, educational programmes, leadership campaigns, and other organisational programs are also covered by coaching and mentoring according to the study. 
This paper has discussed the role of line managers in coaching and mentoring. Briefly, a line manager is responsible for managing employee efficiency and resources in order to achieve specific functional or non-functional goals. The study has added some of the responsibilities and skills of line managers to understand the position better. 
The concept of change management is analysed within this section. As per the data, changes are made inside the organisation to increase the organization's production and service efficiency. Managers must identify functional flaws in the process in order to implement solutions. A change model is attached to describe the process of implementing adopted changes within organisations by the help of coaches and mentors. This report has involved a reflective analysis to feature the strengths and weaknesses of own coaching capabilities. 
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Personal Development Plan 

	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 be?
	Target dates for review and completion

	
I want to develop my mentoring skills.




	
Participate in webinars sections providing training programs. Going through coaching strategies and real-life cases

	 
I will need friends and family support 
	
Personal and professional growth  
	
 Two months

	


I need to improve my training skills. 


	To attend training programs within organisation but also external sources as reading more. Adopt critical issues and solve them by own
	 by requesting regular feedback from colleagues and manager I will know the area where I need to improve.
	Gaining coaching skill will help me with problem solving, I will improve my skills
	
Three months 
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