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1.0 [bookmark: _Toc121486231]Executive Summary
Throughout this report, we examine coaching and mentoring in-depth, as well as the line manager's "ability check" for an effective coach.
The report includes a big picture of both tools. The explanations are backed with examples to have the reader comprehend and to help the reader when deciding which method is suitable for them, laying out that mentoring is a long-term relationshi, where a senior and more experienced colleague guides, supports and helps develop the skills of a less experienced or junior colleague, In contrast  coaching is a Socratic-based future-focused conversation between two parties where open questions and active listening stimulate self-awareness and personal growth. A personal developmental plane can be found under personal reflection (4.8). 
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3.0 [bookmark: _Toc121486233]Introduction

Following the peer coaching exercise, this report is written as proof of understanding of the module and provides evidence of knowledge gained. Differences and similarities between coaching and mentoring are discussed in this report, and PDP is provided as proof of understanding of how to be an effective coach/ Mentor.
This report is focused on the line manager’s ability to be a good coach as well as the drawbacks. A reflection of peer coaching excise in the Personal Developmental Plane (PDP) could be found at the end of this report before references.


Task 1: 

4.0 [bookmark: _Toc121486234]Main Findings
Coaching and mentoring are entrepreneur training and helping tools for the individual to improve and tackle daily/ongoing work challenges (Klofsten & Öberg, 2008). Term coaching does not just belong to business or leadership; instead, one can win friends and create an influential personality (Landsberg, 2015) by coaching friends and family. Providing feedback, as well as motivation and effective questioning, are part of coaching and mentoring. In addition, it involves recognising the coachee's ability as well as their will to complete a particular task. There is no one-way telling or instructions; instead, it is a dynamic interaction (Landsberg, 2015), as coaching by questioning is much more effective than coaching by telling.
[bookmark: _Toc121486235]4.1 Coaching and Mentoring (Similarities) 

The main similarity between coaching and mentoring is the fact that they both build 1-2-1 relationships to enhance an individual’s skills and knowledge, 
Both methods create self-discipline, creative/critical thinking and problem-solving by identifying the problems and finding solutions (Miller, 2022).

[bookmark: _Toc121486236]4.2 Coaching and Mentoring (Differences)

As much as coaching and mentoring serves one purpose, there are some differences which make the leering methods unique and worthy of having their own values and styles. 
Coaching is short-term and goal driven; once the goal is achieved, the need for coaching vanishes, whereas mentoring is a long-term and rounded holistic approach based on professional relationships and mutual/shared learning. (Miller, 2022)

[bookmark: _Toc121486237]4.3 Tangible and intangible benefits of C and M to employer and employee.

Time well spent on either side is beneficial; there is nothing in this entire world which doesn’t flourish, given the care and attention. When employers invest in employees’ well-being they actually invest in their own company as the well-performed employee is not only an asset to the company but also a future guide to people working within the organization bellow is the chart of a few tangible and intangible benefits for readers interest but they are not limited.
	intangible benefits
	Tangible benefits 

	· Improved relationship with stakeholders 
· Improved job satisfaction
· Reduce conflict
	· Productivity and quality
· Organisational strength
· Improved customer services


(Johnson)



Task 2: 

[bookmark: _Toc121486238]4.4 Line Manager as a Coach

[bookmark: _Toc121486239]4.4.1 Prose
A line manager's role is to make their collaborators' lives an exciting journey towards new and exciting development initiatives that will enhance the growth of both the individual and the company. (CoachHub, 2022). In order for the coachee to thrive and put into practice the lessons he or she learns, line managers represent the major key stakeholder. It is because they can guarantee the initiative success by ensuring a 'thriving ecosystem'.
[bookmark: _Toc121486240]4.4.2 Cons
Managers who lack these skills or cannot apply them effectively may have difficulty engaging in an honest, open discussion, which is the hallmark of effective coaching.
The collaborative relationship can also be adversely affected if a manager reverts to a disciplinary style.
It may also be uncomfortable for individuals to raise more personal issues with their managers during coaching sessions (Goodman, 2020). In other words, both parties may not be able to return to their original collaborative approach after extensive discussion. 
[bookmark: _Toc121486241]4.5 Skills and Behaviours needed for a successful coach/mentor
Coach/mentor needs to be a good communicator on different levels (Miller, 2022), but commitment is the key to achieving of good results. Below is the table of skills most needed in both cases.

	Coach
	Mentor

	· Adaptable.
· Confident.
· Well organised.
· Active listening.
· Creative thinking.
· Great at problem-solving.
· Can give feedback in a clear and appropriate way.
· IT skills.

	· Great interpersonal skills.
· Good, clear communication skills on multiple levels (able to simplify complex information).
· Positive attitude.
· Relevant experience.
· Empathetic and a good listener.
· Can accept feedback.
· Avoids micromanaging.





Following are the seven most popular Models of Coaching (SOCO Sales Training, 2022)
1. Solution-Focused Coaching Model.
2. GROW Coaching Model. ...
3. OSKAR Coaching Model. ...
4. CLEAR Coaching Model. ...
5. AOR Coaching Model. ...
6. FUEL Coaching model. ...
7. WOOP Coaching Model.
Communication, commitment and Review make all models align with each other, no matter how much time and effort is invested in coaching or mentoring sessions; if any of these three characteristics is missing, the result will be zero or close to nun.




[bookmark: _Toc121486242]Task 3:

[bookmark: _Toc121486243] 4.6 Role of coaching and mentoring in building resilience and dealing with change

[bookmark: _Toc121486244]4.6.1 Resilience:

Resilience is the ability to return to the usual self quickly after a sudden change in environment due to whatever reason big or small (Cambridge Dictionary). An organization's resilience (Kirvan, 2022) refers to its ability to respond quickly to disruptions while safeguarding its people, assets, and reputation. Negative emotions or feelings can cloud the fair judgmental approach (Burton-Hughes, 2020), especially when there is conflict.

[bookmark: _Toc121486245]4.6.2 Change Management:

 CM is a complex and technical issue (CIPD, 2020), which depends on how crucial/difficult the circumstances. Organisations need to undergo change for several reasons, such as growth opportunities, challenging trends, Competitive Pressure or change in government legislation. (Contributor, 2020).

4.6.3 Drivers of change

There are five main drivers (but not limited) of change in any organisation, Florida Tech (Floridatech, 2018), mentions STEEP which refers to Social, Technological, environmental, economical and political. Active and timely steps toward any kind of change results in a well-working organisation; however, late or no response to change results in a breakdown in a working relationship, which further effects the employees not understanding and avoiding the change, moral issues as well as absenteeism. Below are some examples of how coaching has helped in building resilience within active organisations during the pandemic.


[bookmark: _Toc121486246]4.7 Building resilience through coaching and mentoring

Just like any other field of life, organisations face uncertainty when natural disaster strikes (BCG CEO). Leaders have to make tough decisions, follow government legislation, and face challenges to favor employees and customers; the impact of each decision feels impossible to predict, which is why they need proactive, resilient, and competitive strategies. In times of hardship, workers’ morals and work ethics are challenged; some may respond well, but some may not be as resilient; that is when coaching and mentoring play a part in coping with unexpected changes.
As per the need of this report, two organisations are discussed below in terms of coaching and mentoring during the pandemic to understand how identifying the problem, analyzing the emotion, and focusing on the meaning of the problem are three steps in Folkman's and Greer's (Rosen et al., 2022) sequential approach to coping. In addition to fostering a supportive work environment, resilience may also benefit from strong relationships with colleagues.

[bookmark: _Toc121486247]4.7.1 NHS:
 In the midst of the Covid-19 pandemic,” Our NHS People” launched  national primary care coaching services called “looking after you too”, “Looking after your team”, and “looking after your career” (NHS People, 2020). This virtual coaching service is available to all NHS staff and can be accessed immediately. The sole purpose of these coaching and mentoring services is to encourage resilience in teams so the front-line workers can provide high-quality patient care. A skilled and experienced coach offers individual coaching to discuss any area of staff's well-being by listening, questioning and supporting to develop practical strategies for the staff, to stay well and cope with the situation. The session is offered as a one-off conversation or ongoing mentoring / coaching on recognising of the need and is followed up by supporting emails.
[bookmark: _Toc121486248]4.7.2 Virgin Atlantic:
 During Covid's crisis, Virgin Atlantic developed a "reverse mentoring" program that helped it become more inclusive, socially responsible, happier, and successful. (Hayhurst, 2022). Virgin puts its people at the forefront of its strategy. Leaders at Virgin believe in strong connection with team members to create a more engaged workforce. Furthermore, virgin invests in people through coaching and mentoring to make them happier employees; as a result, they get happier customers.  It was told by Patrice Gordon (the carrier’s director of commercial strategy) at the conference in Istanbul that “We can only rebuild this industry as a community, and there are networks out there that can support and educate.”
 “You are always going to have a difference in your organisation, and you can use it to break down barriers and make sure that you understand people in your workforce.”

Task 4:

[bookmark: _Toc121486249]4.8 Reflection on a peer coaching exercise
I used Landsberg 4 components Model to coach Cyrille (the Cochee), the practise was a learning opportunity as I practically experienced how to coach, and my main tool was empathy. I developed listening skills and leavened how to apply empathy as a tool while coaching.
 I had to make sure that my coachee and I built up a relationship which would reflect our understanding of the problem the coachee was facing and come up with a possible solution; I tried my level best to provide my coachee with a comfortable environment; I not only reassured him occasionally but also led him to see the way across.
The coachee was willing and committed; not only that we discussed the current problems, but also related the problem to its core by finding out what was important to the coachee.
I, as a coach, tried my best to look very professional and experienced to create trust and reliance, so the coachee did not see the session as a time west but rather saw it as an opportunity to open up and find a solution.
I was not delighted with my performance and feel like I could have done better if my coachee and I had done more practice; on the other hand, it was a successful performance and looked very natural. I was more confident at the first practise session as I had the command, but in the second and actual assessment session, my coachee was a bit overwhelmed, due to which he was reluctant to give detailed answers, but I found my way as we went through the conversation and asked leading questions.
I would rather avoid the instant pay off model, and use GROW model, originally developed in the 1980s by performance coach Sir John Whitmore because I find it a Simple Process for Coaching and Mentoring.
Overall it was a good experience and a flavor of coaching; below is my PDP.
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	NAME:
	Zujaja Tabassum Kharal
	MEMBERSHIP NUMBER:       
	1919419

	COVERING THE PERIOD FROM:
	September 2022 
	TO:
	December 2022


[bookmark: _Toc121486251]Planned outcome

Where do I want to be by the end of this period? What do I want to be doing? (This may be evolutionary or “more of the same”.)

	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 need more practice in questioning




	Read more books on coaching and Practice  
	Books from Library and online material, including  YouTube videos  
	Effective and probing Questioning 
	March 2023 for review and July 2023 

	

	
	
	
	

	
	
	
	
	

	
	
	
	
	






 

5.0 [bookmark: _Toc121486252]Conclusion
Writing this report after peer coaching exercises has increased writers’ knowledge and understanding of coaching and mentoring and the importance of ethics in coaching practices. The reflection distinguishes the authors from others, followed by a PDP plan that projects a personal picture and a professional attitude.
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