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This report it’s aiming define, explain and reveal the differences between coaching and mentoring and their tangible and intangible benefits to the organisations. The author will critically evaluate coaching and mentoring techniques,  their benefits and impact in to employees and employers development and the role played by the  line manager in these development processes. Based on an exercise, the author will conduct a reflection regarding the coaching process and a conclusion will be daw at the end.
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2. [bookmark: _Toc68810325] Introduction

This report will contain the definition of coaching and mentoring and will reveal the right path to fallow in the coaching and mentoring process for a better outcome. For a better understanding , the author will explain the similarities and differences between coaching and mentoring and will critically analyse the impact of them in to the organisations management change and the role played by line manager in these activities. Before applying any development or learning techniques is very important to understand how they work and what impact they will have. There are many coaching and mentoring techniques but every one of them have advantages and disadvantages. 

3. [bookmark: _Toc68810326]Main Findings

[bookmark: _Toc68810327]3.1 Coaching and Mentoring

Coaching can be defined as the action when a more experienced or skilled person provide advices and guidance to another person with the intention of skills, performance or career development. (Coaching in a Business Environment, 2021) During the time, the coaching process had suffered many changes do the business development. There are many coaching models, but the most known of them are GROW and OSCAR. The GROW coaching model was developed by Whitmore which had divided the standard coaching model in four main components: Goal, Reality, Options, and Will. (Herd, 2015) Later on, the coaching process had become more complex focus on better outcome. The OSCAR coaching model is taking in consideration the Outcome , Situation ,Choices ,  Action , Review and is more focus on coache motivations and progress. (Gilbert and Whittleworth, 2009) 
Mentoring can be defined as the action when someone will provide support and encouragement  to another person to manage their own learning, to maximise their potential, to develop their skills or to improve their performance. (Mentoring: definitions and principles - University of Reading, 2021) 
There are many similarities and differences between coaching and mentoring and according to Karren, even if both have the same scope of help someone to improve his skills, coaching is focused more on present or a near future, and mentoring is more casual and focus more on professional career or how to advance in a specific task. (Kowalski, 2020) Is not exist the perfect coaching and mentoring process or method and both have their negative impact in the organisation if are not used in the right way. The most important is to identify first the organisation barriers which can be related to the organizational culture, value of coaching, lack of time and resources and after that to draw the coaching or mentoring strategy. (Leedham, 2009)
Tangible benefits of coaching and mentoring to employer and employee:
· More profit;
· Promotion;
· Pay rase;
· Quality;
· Productivity;
· Cost reduction;

Intangible benefits of coaching and mentoring to employer and employee:
· Improving communication channels;
· Skills development;
· Team efficiency;
· Refining organization culture;
· Reduce conflicts;
Even if both are considerate a learning process, sometimes will be very difficult to change someone if he doesn’t want to be changed. Before applying a coaching or mentoring program is very important to identify the barriers which can be personal, organisational or operational. (Barriers to Coaching - A-Z of Coaching & Mentori, 2021)


[bookmark: _Toc68810328]3.2 Line Manager 

A line Manager is the person responsible with the employee and department resources management and reporting all the activities and issues to a higher-ranking manager. He is evaluating the employees performance, development and is the main Coach / Mentor for them. They need to lead by example and to achieve the organisational goals. (Alfes et al., 2013)
In all the companies have good managers and bad managers because every person has his own leadership style which can be democratic, autocratic, or laissez-faire and his own personality which can be dominance, influence, steadiness or conscientiousness. (Michael, 2016) For that, to become a good coach or mentor, a line manager need to be:
· Communicative
· Organised
· Analytic
· Evaluative
· Empathic
· Proactive
· Problem solving
From author point of view, having the line manager as a coach is not the best solution. Conflicts can occurred between him and team members. Some managers tend to fall in to a parent-child conversation and the coaching or mentoring process will not have the best outcome. Sometimes both of them can have hidden thoughts (a manager can hide the organisation plan and he just want to push his team to a higher target, or an employee can hide his intentions regarding about how long they intend to stay with the company). To become a good line manager is essential to leave the first line job and stay focused on company objectives. (Ferrar, 2006)  Working together, managers and employees are developing a behaviour who can’t be changed very easy by a coaching model as GROW or OSCAR. According to Lisa S. line managers are more focus on department develop, task fulfil and not on employee skills development or employee promotion. A few studies reveals that sometimes line managers can block an employee promotion do the short of workforce or personal thinking. A line manager can be more a mentor then a coach. By offering support and mentoring, line managers can improve their relationship with the employees and can gain respect and loyalty. (Steelman and Wolfeld, 2016)
According to Richard K. when a coaching program is conduct by a line manager, an employee will understand more better the company objectives and can be a good strategy for relationship improvement. Taking in consideration the GROW coaching model, a line manager need to clarify the department goal, to identify the  reality, to find the options and to understand the employees will before develop and starting a coaching program. First time a line manager need to gain the trust of their subordinates before start producing learning programs, behavioural change and growth. (Ladyshewsky, 2010) At the same time there are a few advantages to when a line manager perform a coaching program. A mutual respect and trust will be developed between line manager and employees because the discussions are open, and a feeling of trust and honesty exists. A coaching ore mentoring program will offer the possibility to discuss more open if the confidentiality is respected and an agreement will be taken at the end. A trust can be built when the integrity is displayed. (Ross and Richard K, 2018)

[bookmark: _Toc68810329]3.3 Change Management 

Change management can be define as the discipline that guide an organisation or person to prepare, equip and support individuals to adopt changes and to achieve the success and desired outcome. Change management will offer the possibility to develop a better approach in the idea of supporting the employees to move from their current status to a desired one based on company goals. (What is Change Management?, 2021) There are known three levels of change management:
1. Individual Change Management – by taking in consideration the psychological and physiological reaction of humans to changes the individual change management is focussed on a single person change. (Haffar et al., 2019)
2. Organizational / Initiative Change Management – which clarify the steps and actions needed to change the process, projects in an organisation and will take in consideration all the groups and peoples involved in the process or projects. (Ian M, 2006)
3. Enterprise Change Management – is the company core competency of providing the competitive products and to adapt on world changing. Will take in consideration all the roles, structures, processes, projects and leadership competencies changes. (Harley, Wright, Hall and Dery, 2006)
According to Stella Smith there are five steps in a successful changing plan. First step is to acknowledge and understand the need for change and avoid the quickly jump to a solution. The second step is to communicate the needs and involve people in developing the change. The third step is to develop a changing plan step by step and set up the final outcome. The fourth step is to implement the changing plan by providing the right support and over watch the all changing process. The final step is to evaluate the changing progress and celebrate the success. (Five steps to successful change — NCVO Knowhow, 2021)According to the author, a successful changing plan steps are similar with the OSCAR coaching model steps where is important to identify the present situation, to set up the desired outcome, to plan the perfect program, to implement the program and to review the outcome. A coaching program can support and play an important role in the organisation change management program. Coaching program could support  the organisation change management but at the same time have his own strengths and weaknesses. (Emil Berg and Terje Karlsen, 2012)
     As strengths of using coaching as a change management tool the author had identify that managers can help their staff to understand more better the importance of a planned change, how it may affect them and what they need to do. Can help to establish from beginning the expected benefits or outcomes what need to be achieved and measure or evaluate the outcome. Maintaining a long-term focus on continuous learning and adopting a change culture. (Rosha and Lace, 2016) As weaknesses of using coaching as a change management tool the author had identify that unclear development goals may occurred during the process. Sometimes the managers are not sufficiently engaged in the coaching process and coaching programmes results in personal and career development can overtake the business objectives. The coaching program to deliver internal coaching may continue even when the coaching aims or target audiences for the coaching are changed. (Theeboom, Van Vianen and Beersma, 2017) For a better outcome the coaching process need to be integrate in the organisations changing program. Organisations and teams are not capable of changing if the employees will not embrace it. According to Bennett, organisation’s changings are in connection with the individual behaviour changing. Individual changes are aligned and directed towards a common agreed  goal. (Bennett J, 2014)


[bookmark: _Toc68810330]3.4 Reflection
 
Reflection is the important step in the learning process cycle. According to Kolb, the learning process cycle are divided in four main steps as coaching GROW model and include planning, action, learning and reflection stage. (Kolb, 2014) According to Gibbs (Gibbs, 1988), reflection can be defined as the process of work through an experience where the creator can find answers regarding:
· What happened?
· What were you feeling during the situation?
· What was good and bad about the experience?
· Why did things go well?
· Why didn’t it go well?
· What did I learn from this situation?
Regarding the coaching exercise, I cand identify that wasn’t a very good performance do the repeating the ideas and sometimes the advices given was influenced by the past. My past with Amazon it was not a good experience because in 5 years of employment I have face the hided racism concept and evolutions barriers. These issues have reflected in my coaching process because sometimes I have hided the thru because I didn’t want to discourage the coachee. In my opinion every person have his own way of dealing with the situations and every person is unique. As a coach you can force someone to do something in a specific way and sometimes for a better outcome you can lose some details.
Regarding my performance as a coach I can identify my strength as:
· Experience in a team lead position
· Focus on details
· Good analytic
· Good listener
Regarding my performance as a coach I can identify my weaknesses as:
· Lost in details do the truth hided
· Repeating the same idea do the language barrier.
· Incapable to see Amazon from another point of view do the bad experience.

Appling Gibbs reflection cycle, I can describe the situation being a good example of practicing what I have learn during the Coaching and Mentoring Moodle. Regarding the feelings, I wasn’t very comfortable regarding the coaching subject because of my bad experience with the Amazon. Regarding the experience I think I was a good coach because I have experience in a position where the coachee want to be but at the same time I was forced to hide the truth because I didn’t want to discourage it. Analysing the  situation, I think it wasn’t my best performance do the language barrier and repeating my ideas. From this experience I have learn that before performing a coaching you need to gather information regarding the coachee character and his will of changing. 
Regarding the future I think a PDP development plan will help me to develop my skills as a coach. According to Grit, PDP plan represent  the process of creating an action plan based on awareness, reflection, goal setting and planning for personal development. (Grit, Guit and Sijde, 2016)
A PDP plan can’t be created is the objective is not set up in a SMART (specific, measurable, achievable, relevant, time limit) way. (Frey and Osterloh, 2010)

PDP plan:
	Identify
	Plan
	Actions
	Record
	Review

	I know I’m a good researcher but I’m struggling with the information passing. This expression barrier had made me lose good marks on university or it was a negative impact in a discussion with another person.
	I will improve my communication skills and I will try to remain more focus on a subject and avoid overthinking.
	Deal with every situation in part and stop being multitasking. Socialise more often and put in practice everything learned at university.  
	Create a plan regarding skills development techniques study at university. 
	Practice again a coach role and analyse the reflections to se what was improved and what need to be improved. 











[bookmark: _Toc68810331]4. Conclusions

In conclusion coaching and mentoring even if they have the same objectives, there are two different  actions. Can be seen as an personal changing or skills improving method and not as an organisation changing management tool. For a best outcome is recommended to conduct a coaching process or a mentoring process by using a different person rather  then a line manager. A line manager need to be focus on business grow and company changes and not on team coaching.  Coaching and mentoring process even if they are seen as a changing method, there are not advised to be used as a company change management tools. There are many others way to align the business to the marker requests.  
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