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[bookmark: _Toc89949431]2. Executive Summary


The report was compiled for UWTSD, at the request of lecturer Rachel Cook, for the Module Coaching and Mentoring Skills for the Workplace. All the research was gathered from credible resources, based on appropriate subjects on coaching a mentoring in the workplace.
The aim of this report is to provide a critical analysis on coaching and mentoring within an organisational context, structured on four tasks:
In task one, coaching and mentoring are defined based on relevant research for this report. In this part of the report, is discussed following coaching models: GROW Model, OSCAR Model and Instant Pay Off Model of coaching. Further the report is evaluating the similarities and differences between coaching and mentoring and a comparison between coaching and training and mentoring with counselling, two learning initiatives, comparison made based on Clutterbuck’s Four Styles of Helping. Finally, task one is presenting the tangible and intangible benefits of coaching and mentoring to employers and employees.
Task two is critically evaluating the line manager as a coach/mentor, presenting analysis on the multi-facing role of the line manager, the benefits and drawbacks of line managers as coaches/mentors, as well as an assessment of skills and behaviours needed for success as a coach/mentor.
Task three is evaluating the role of coaching and mentoring in building resilience and dealing with change. The task defines resilience and change management and describes the existing and emerging drivers of change in the workplace, what impact can have a poorly manage change and how building resilience through coaching and mentoring, help the workforce deal with change.
Task four, is critically evaluating personal performance in a peer’s coaching session, based on Gibbs Learning Cycle, followed by a personal development plan, which will show areas of improvement and a time frame for improvement. Finally, a conclusion is drawn, based on the critical analysis conducted for this report.
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[bookmark: _Toc89949432]4.Introduction


The purpose of this report is to critically evaluate the intention of coaching and mentoring in an organisational setting, critically analyse the skills, behaviours, attitudes, beliefs and values of a coach and mentor and apply approaches to successfully coach or mentor at a suitable level. The report will evaluate the similarities amongst coaching and mentoring and models relevant to them. Later, the report will demonstrate the role of coaching and mentoring in building resilience in change management. Finally, a reflection is presented, based on own performance as a coach, in a peer coaching session.
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[bookmark: _Toc89949434]Task 1

[bookmark: _Toc89949435]5.1 Coaching
Coaching as a practice is new and is performed by experts from a wide variety of disciplines and backgrounds, from business consulting, Human Relations, Organizational Development and training, to sports, education (Institute of Coaching, 2021).
According to the International Coaching Federation, coaching is presented as the associating with the customers and a resourceful practice that motivates them to expand their private and professional prospective (Gavin, 2021). Kimsey-House et al. (2018) defined coaching as an approach of efficiently enabling individuals to obtain their own solutions, helping and assisting them, as they persist to make significant choices. Coaching intends to generate best performing and enhancement on the job. It centres on certain abilities and objectives, though it may likewise have an influence on a person's own traits such as social interface or self-confidence. The procedure takes a specified period of time and shapes the core of a constant management style (CIPD, 2021).
One important characteristic of a coach is the willingness to help an individual to learn and supports the manner of understanding based on two forms of coaching association: 
· The outside coach is not part of the management field structure in any way. The coach has no assigned concern in the result of the outcome and no biased ideas regarding the coached individual.
· The internal coach is the supervisor or manager who behaves as a coach for their team. The coach has a strong attention in the quality of the decision-making, and he is familiar with the subject and the individual (SkillsYouNeed, 2021).
Integrating a coaching practice into a leadership stratagem can benefit employees, teams and organizations to improve culture, employee satisfaction and efficiency, based on essentials coaching skills: empathy, interest, positivity, perseverance, modernisation, communication, honesty, direction (Indeed, 2021), but also demonstrated by the coach’s ability to listen, ask questions, using pauses effectively and focus forward (Backstrom, 2020).
The coaching models are a method intended to point an individual through a procedure from where they are in present to where they want to be. The purpose is to produce a basis for guiding a coachee through establishing a desired goal, understanding where they are, exploring options, determining obstacles and creating a plan of action. 
[bookmark: _Toc89949436]GROW Model
The GROW model developed by Sir John Whitmore observes the growth of a coaching relationship in a methodical way, used as the structure for building the coaching relationship (Dembkowski and Eldridge, 2003).
The GROW model splits a coaching session into four related stages:
· Goals- Coachee is invited to explain what they intend to accomplish from the meeting and establishes the attention of coaching;
· Reality- Bring up consciousness of current certainties and assess how present situation is affecting coachee’s objectives;
· Options- Identifies and evaluate accessible possibilities and promote solution-centred thinking and brainstorming;
· Will- Helps the coachee to decide following actions, creates an action strategy and shapes inspiration (Grant, 2011).
Businesses integrate GROW into their management practices and leadership styles to employ individuals, stimulate good functioning and increase efficiency (Performance Consultants, 2021).
[bookmark: _Toc89949437]Limitations
One critique of GROW is that it is pitched to a behavioural adjustment method and limits the discussion to performance direction and business outcomes, excluding the philosophical or private characteristics of coachee’s life such as profession adjustment, own evolution and life aspirations. This demonstrates that various coaches have not created enough ability to incorporate the model instinctively into their coaching (Coaching, 2021).
[bookmark: _Toc89949438]OSCAR Model
The OSCAR Coaching Model was established in 2002 by British coaches and trainers Andrew Gilbert and Karen Whittleworth. The model is a result-focused on coaching approach and is not targeted at discovering out the reasons of specific actions, nervousness or malfunction. The purpose of the model is to assist managers enhance and expand their employees’ performance and professional proficiency, where the employee is in charge for their personal learning process (Mulder, 2019). The following tables will show how the model works and which are the benefits and weaknesses of the model.
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[bookmark: _Toc89949439]Instant Pay-Off Model
Instant pay-off coaching approach was developed by Max Landsberg and blends components of equally mentoring and coaching and can, in a short time, assist a co-worker come to be mindful of the situation and how it can perhaps be solved.
He broke the model in four main stages:
1. The problem- the coachee is asked to illustrate the existing problem or concern, with detailed examples and related background;
2. Ideal/Desired outcome- the coachee is asked to explain the needed result they are pursuing;
3. Blocks- the coachee is encouraged to speak about the blocks and obstacles that keep them from attaining the objective and order them into three groups: blocks that exist in themselves, in others and in the situation (Landsberg, 2003).
[bookmark: _Toc89949440]Limitations
The disadvantage of the approach is that presents limited scope, may involve traveling and expenses, supported by the coach or the coachee may feel uncomfortable to have a face-to face discussion on their problems, preferring a more anonymous method (Scholl, 2019).
[bookmark: _Toc89949441]5.2 Mentoring
According to Irby et al. (2020) mentoring is defined as a progressive connection that typically arises between a knowledgeable mentor and a less skilled mentee, which entails relational connections and concentrates on the mentees career possibilities and advancement. The intention of mentoring is to explore the current knowledge, skills and shift these competences to new or less skilled employees to improve their careers (Reeves, 2021).
As a growth method, mentoring has benefits for the mentor, the mentee and companies:
· For the mentor offers the chance to support and guide others in their profession progress, learn from their missteps, enhanced job fulfilment, perception of importance and position and the chance to expand their personal management and leadership abilities;
· For the mentee offers a purpose and a basis of sustenance in the development of new skills and directions, to somebody who recognises the organisation's culture and behaviours of working knowledge and boosted self-assurance in their capacity to reach their aspirations;
· For organisations offers a profitable method to encourage talent growth and progression development, improved staff retention levels and recruitment possibilities, better communication and accommodation of personnel to the organisation's culture (CMI, 2014).
[bookmark: _Toc89949442][bookmark: _Hlk89693951]Difference between Coaching and Mentoring
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[bookmark: _Toc89949443]Similarities between Coaching and Mentoring
[bookmark: _Hlk89694225]As seen, coaching is somehow different from mentoring, nevertheless, there are also similarities such as: equally support an individual’s development, are founded on one-to-one relations, work best when there is respectable private bond between the two parties, implicate a sequence of sessions and personal agreements (SkillPacks, 2021).
[bookmark: _Toc89949444]Further Learning Initiatives 
A learning initiative in the workplace is a professional development program designed to help workers develop their skill sets and master new concepts relevant to their jobs. For a better understanding of coaching and mentoring processes, the report will provide a comparison between coaching and mentoring and other two learning initiatives: training and counselling, based on Clutterbuck’s Four Styles of Helping (2014). More, coaching and mentoring are encouraged as a preferred performance practice new methodology based on the tangible and intangible benefits of the practices to employer and employee as follows:
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[bookmark: _Toc89949445]Task 2
[bookmark: _Toc89949446]5.3 Line Manager as a Leader/Coach/Mentor


Line managers have the duty for directly overseeing employees or teams, reporting further to a higher-level manager on the performance of those employees or teams. Their responsibilities as leaders consist in people management, appraisal, recruitment, managing operational costs, providing technical expertise, allocating work and rotas, measuring operational performance and developing their employees (CIPD, 2020). They play an important role in coaching, developing, retaining, and supporting talented employees getting involved in developing and coaching the staff. Line managers regularly provide informal coaching for their team members, are open for conversations about methods on how goals will be delivered, provide feedback on performance or provide training (Richardson, 2021).
In leadership, the line managers are responsible with sharing the mission, vision and goals of the organisation, is a role modelling on behaviours, and can inspire and motivate the employees (Downey, 2003).
[bookmark: _Toc89949447]Benefits and limitations
The line manager as coach/mentor enables them to have more effective conversations with their teams, but also learn the fundamental coaching/mentoring skills of listening, questioning and feedback. The benefits of having in an organisation a line manager coach/mentor, is that they have an immediate impact on performance and motivation, while the disadvantage is that line managers may feel disinclined to focus on employee’s long-term development, due to fear of employee loss (Parsloe and Leedham, 2016).
[bookmark: _Toc89949448]Skills and Behaviours for a successful Coach/Mentor
Successful coaching skills are developed to assist others in attaining personal or career goals. In a managerial position, successful coaching abilities can encourage sustainable adjustment to behaviours or methods of thinking while also enabling learning and development (Miller, 2021). A successful mentor will demonstrate throughout the mentoring session the following skills: listening actively, building trust, encouraging, identifying goals and current reality, but also make beneficial use of specific competencies such as: instructing or developing capabilities in formal mentoring, offer inspiration to the mentee, deliver corrective feedback and managing risks, showing that they have the readiness and capacity to protect their mentees from making unnecessary mistakes (Jones,2003).
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[bookmark: _Toc89949450]5.4 The Role Of Coaching in Building Resilience and Change Management

Resilience is the power to endure, adjust and thrive against chaotic change over, while the business resilience varies on the resilience of people, products, processes, markets and communities (Fiksel, 2015). In demanding working settings, resilience is gradually an important skill. Individuals, who are resilient, are capable to handle unforeseen shifts, obstacles, drawbacks, high pressure workplaces and with phases of extreme workload. Coaches and mentors can empower the coachee or mentee to deal with present circumstances and improve their level of resilience. They are the individuals who can bring optimism explaining how change can bring a positive outcome, provide awareness on coachee capabilities to manage new or difficult situation, encourage to ask for help and promote the change, rather than be overwhelmed by it (Clutterbuck, 2017).
Change management is a structured use of the expertise, instruments and assets of change that delivers organizations with a fundamental method to attain their business strategy (Wanner, 2013). The drivers of organisational change, includes growth opportunities, economic depressions, high-tech advancements, client or provider demands, discovering new organisation behaviours and skills or government regulation/proposals. Coaches and mentors ensure the longstanding sustainability of a change, through successful transfer of learning initiatives. Failure to bring in effective change can have an extreme impact: loss of market position, removal of senior management, loss of stakeholder credibility, loss of key employees and reduction in employee engagement and motivation (CIPD, 2021).
An effective tool in change management is Lewin’s Three Stages Change Model:
1. Unfreezing involves preparing the company to accept that change is needed.
2. Movement is the stage where employees start to solve their insecurity and adapt to the change, believe and take actions that strengthens the latest focus.
3. Refreezing is the stage when change is accepted and employees adapted to the change, while change drivers perform keenly with the people in the organization to install, assess and improve the latest structure (Lewin, 1958).







[bookmark: _Toc89949451]Task 4
[bookmark: _Toc89949452]5.5 Reflection
The purpose of this part of the report is to reflect on my competence and performance in the peer coaching exercise based on the Instant Pay-Off Coaching Model, using Gibbs’ Reflective Learning Cycle.
                                  [image: Shape
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The coaching session was a learning and development experience for me as a beginner coach. The primary purpose was to facilitate the coachee’s self-directed learning, personal growth and improved performance on time management. During the session, I have asked for issue and specific examples of this, enabling coachee to offer more detail. I have asks the coachee how they would feel if they improved their skills, and gradually moved on to discuss obstacles in stopping this being achieved. I had a good connection with the coachee in discussing ways to overcome her obstacles. Throughout the session, I paid attention to coachee, maintained focus on coachee and have had eye contact, as far as possible via an online platform. The session was pleasant, encouraging the coachee throughout, I was supportive and communicated clear with her. The coachee did most of the talking during the coaching session and clearly felt comfortable talking with me. The coaching session was conducted on-line, which gave me and coachee, the advantage of being in our own comfort zone, making the session even more relaxed. Conducting a self-reflection of my experience during the completion of the coaching session, I felt that Instant Pay-Off coaching model that I followed was ideal for developing awareness, skills and resilience in the coachee required to have a good time management, therefore, in my opinion, the session was a success, and in future, I will use the same mode of coaching, although, there is area of improvement, as seen in the following PDP:
[bookmark: _Toc89949453]5.6 Personal Development Plan
	Goal
	Action
	Evidence of achievement
	Target Day

	1. Provide face-to-face coaching and mentoring
	1. Expand my knowledge on coaching and mentoring, 
2.  Improve skills such as confidence, communication
3. Study further the coaching/mentoring models for a better performance as a coach
	1. Feeling confident and secure on the session
2. Providing coachee/mentee through my coaching sessions the answers for improvement
3. Positive feedback from the customers
	Graduation day  of Level 6 BA Leadership and Management Course


[bookmark: _Toc89949454]6. Conclusion

Coaching and mentoring have developed progressively and is required in today’s time. It is being utilized for equally private and career progress. Mentoring and Coaching supports creating a positive and definite transformation in individuals and improve the transfer of expertise from the coach/mentor to the person. In organisations coaching and mentoring grow to be intensely advantageous for the profession development of their employees. At the workplace, mentoring or coaching is exercised when the administration sees that there are employees who ought to develop their abilities to accomplish improved careers by being more productive. Those employees who need to improve their skills, working behaviour mistakes and challenges with performance output are coached under the guidance of a coach or a mentor. Therefore, coaching and mentoring generates meaningful advantages to the organization, the individuals and the coach or mentors themselves. Hence, the application of coaching and mentoring in the workplace develop into an outstanding impact to the general growth of the individual and organisations. This is why these approaches are integrated as a common procedure in the organisational structure in the current time.
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