


Executive Summary
 
              
                   Coaching and mentoring in the workplace provide valuable support and guidance to employees, enabling them to reach their full potential and enhance their performance. This report will look at the value and impact of coaching and mentoring within organisations. It dives into the different advantages that individuals and businesses can gain by applying these practices. Strategies necessary to ensure effective coaching and mentoring relationships, emphasizing the significance of clear communication, goal setting and resilience to change will be discussed. Furthermore, it addresses the challenges that may arise in the process and provides solutions to overcome them. By examining the complexities of coaching and mentoring, the significance of these practices in fostering growth, development, and success in the workplace will be highlighted. Also, a personal development plan and a critical evaluation will be provided, based on the peer coaching exercise in class.
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Introduction

The submission of this report, which was requested on November 13, 2023, is due on December 8, 2023. Using Clutterbuck's Four Styles of Helping as a framework, this report examines the parallels and distinctions between mentoring and coaching, counselling, and networking, and coaching and mentoring, all within the context of an organisation. In addition to discussing definitions and models, examples will be provided. The coaching models GROW, OSCAR, and The Instant Payoff model are described. Following this, an evaluation of the line manager will be conducted, which will include an appraisal of all essential skills and behaviours. In addition, the effectiveness of mentoring and coaching in fostering organisational resilience and facilitating the transition to change will be evaluated critically. In order to engage in reflective practice, the researcher will assess their own performance in the peer coaching exercise by referencing the coaching model employed and utilising Kolb's reflective cycle. A candid and forthright introspection will be employed, emphasising both merits and deficiencies. An appendix containing a personal development plan will also be provided.











Main findings

Task 1

            Coaching is a dynamic process focused on specific skills in which a trained coach assists individuals or teams in realising their full potential and achieving their goals, through one-to-one conversations (CIPD, 2023). In this collaborative partnership, the coach provides guidance, support, and feedback to the coachee in order to improve performance and personal development. Coaching is an effective approach that empowers individuals by using effective questioning, active listening, and goal-setting techniques to gain clarity, overcome obstacles, and make meaningful progress towards their desired outcomes (Clutterbuck, 2020). It is the predominant style of managing and working together, where a commitment to grow the organisation is implanted in a parallel commitment to grow the people in the organisation’, explain Clutterbuck and Megginson (2005).
Hawkins (2012) ‘A coaching culture exists in an organisation when a coaching approach is a key aspect of how the leaders, managers and staff engage and develop all their people and engage their stakeholders, in ways that create increased individual, team, and organisational performance and shared value for stakeholders’.

              Coaching can be applied within all aspects of life such as business, education, healthcare, performing arts, relationships. For example, in professional environments, executive coaching, a coach may work one-on-one with a high-level executive to assist them enhance their leadership abilities and overcome potential problems in their career. To guide the executive towards reaching professional goals and becoming a more effective leader, the coach may employ a variety of tactics such as goal setting, feedback sessions, and role-playing. This style of coaching can significantly improve an executive's performance, resulting in better decision-making, increased productivity, and overall organisational success (Clutterbuck, 2010).
Additionally, life coaching helps individuals define their values and establish personal goals and . Sports coaching is yet another prevalent example, aiding athletes in enhancing their performance and reaching their full potential.
Coaching models provide frameworks and strategies that coaches can apply to structure their sessions and to achieve remarkable results. Some well-known models include GROW, OSCAR and Instant Pay Off. 
The GROW (Parsloe, Jamieson, 2000) model is an excellent way to combine coaching and positive psychology. Successful decision-making and goal setting depend on intrinsic motivation, therefore having a specific objective may inspire an individual to establish a personal attachment to that objective, encouraging them to discover answers and visualise the necessary steps to accomplish it (Deci, Ryan, 2008). GROW represents four elements, Goal (employee’s desired outcome from the conversation), Reality (actual events or circumstances), Options (Solutions that can be applied to address the current situation) and Will (outlines an intended course of action and timeline).

The OSCAR model (Gilbert, Whittleworth, 2009) focuses on finding solutions and is an acronym that stands for Outcome ( identify the outcome and individual’s goals), Situation ( clarify individual’s current situation, feelings, knowledge, and skills) , Choices ( choices and their consequences), Actions (determine and implement a  plan).

The Pay Off Coaching Model (Landsberg, 2015) is a comprehensive framework designed to support individuals in achieving immediate results and personal growth. The coach works with the coachee towards setting a clear goal. Next, the coach helps the client identify and solve any problems during the coaching process. Then, the coach uses excellent communication to encourage open and honest interaction with the client, building trust and support. To guarantee clients achieve their goals, coaches guide and hold them accountable. Finally, regular evaluation and feedback allow coaching plan tweaks and refinements, assuring continuity and success.

Mentoring is a process that incorporates constructive sharing and learning opportunities. In this approach, a highly trained professional is assigned to assist a less experienced individual in increasing their abilities and expertise, which ultimately enables them to carry out their responsibilities within an organisation in an effective manner (Parsloe, Wray, 2000). The mentor's objective is to aid mentees in developing their own opinions, growing as individuals, and working towards or achieving their goals, rather than to instruct or tell them what to do (Bozeman, Feeney, 2007).

Similarities Coaching/Mentoring
Coaching and mentoring both play important roles in assisting individuals in reaching their full potential, promoting self-confidence, and improving overall effectiveness. Furthermore, both techniques require developing a trusting and confidential connection in which the coach or mentor provides feedback and direction targeted to the individual's specific needs and goals. Finally, coaching and mentoring can have a substantial impact on an individual's personal and professional growth, leading to higher performance, increased job satisfaction, and improved career prospects (Passmore, Lai, 2020).


Differences Coaching/ Mentoring
Coaching is task-oriented, short term, formal and structured, specific, and measurable, performance driven. Coaches gather knowledge rather than giving advice during the collaborative process of change. A coach's responsibility is to pose intriguing questions in a growth-oriented manner to enable the coachee to find solutions within self (Clutterbuck, Schneider,1998). In opposition, mentoring is relationship based, long term, informal, development- focused, using less criteria for growth.  Mentors offer guidance based on their extensive knowledge and experience in the field

Comparison coaching, mentoring with counselling and networking
                Based on Clutterbuck’s four styles of helping framework, coaching, and mentoring share similarities with both counselling and networking, but they also have distinct qualities. While counselling primarily focuses on addressing psychological and emotional issues, coaching and mentoring centre around personal and professional development. Coaching and mentoring involve the provision of objective support and guidance, similar to counselling, but they differ in their specific goals and techniques. Networking, on the other hand, focuses on building and utilizing professional connections to enhance one's career prospects. In an organisational setting, for example, a coach may assist an employee in developing efficient time management skills if they are constantly late and interfering with other people's work, whilst a mentor may help with changing careers by shadowing the person in the job that they are moving into (Indeed,2022). Employees may be receiving one-on-one training to help them to adapt to new developments and changes. Counselling, on the other hand, is a retrospective process that may involve collaborative medical treatment and therapy, a master's degree is required for licencing, and a diagnostic that may involve psychological factors such as traumas that require assistance and advice for someone to improve their wellbeing (Bluckert, 2005). Counselling and coaching require trainings and qualifications, whereas mentoring and networking require little to no training.
These examples highlight how coaching and mentoring are distinct to counselling and networking although they stay interrelated. They are all very important, and understanding the disparities could help determining which strategy to use.


Benefits of coaching and mentoring to employer and employee (CMI, 2014)
Mentoring provides numerous benefits to the mentor, including improving their own leadership and management talents while simultaneously guiding others in their professional development, learning from their mistakes, gaining respect, and enjoying higher job satisfaction.
Mentoring offers the mentee an unbiased and secure resource to help them learn new skills and explore new opportunities. It allows individuals to connect with someone who is familiar with the culture and working techniques of their business or organisation. They receive insights into other tactics and ideas they may not have considered previously, thereby increasing their confidence in achieving their goals. Team performance and customer happiness were both enhanced as a result of increased staff retention brought about by an environment of trust, appreciation, and motivation to develop individual strengths.
Increases professional performance, problem solving and decision making, better team engagement and commitment.
Successful coaching often involves helping clients become more self-aware of their negative thought patterns in order to break the cycle and start thinking more positively. Coaching is a profession that allows individuals to advance in the business or area they have chosen. Certified coaches work together with their clients to create channels that enhance their overall well-being, productivity, and ability to achieve their goals. 

One of the key benefits of coaching is that it provides clients with clarity. Quality coaches assist their clients in gaining self-awareness and developing action plans to make progress in their chosen areas. This approach not only helps clients overcome past emotional and professional challenges but also enables them to adopt a new way of being in the world.

In addition, coaching also offers accountability. Clients are able to track their progress towards their targets and goals. Achievements along the way serve as motivation for clients to continue working towards their objectives. Furthermore, accountability encourages a more holistic thinking approach, as pointed out by Tetlock and Boettger in 1989.

Task 2

The multi-facing role of a line manager (leader/manager/coach/mentor)
Managerial success depends on the ability to develop and retain employees. Most large companies are "delayering" their hierarchies to attract and retain the best employees. Should concentrate on the unique needs and aims of the mentee and allow flexibility in their coaching or mentoring approach.
Research has shown the importance of empathy, trust, working alliance, shared vision, compassion, and energy (Boyatzis & Rochford, 2020).

Benefits/Drawbacks of line managers as coaches/mentors
Benefits
They are responsible for balancing team needs with organisational goals, handling conflicts and promoting productivity which ultimately impact the success of the organisation. A successful mentoring relationship requires a suitable mentor-mentee match.
This guarantees that the mentee respects, trusts, and can open up to the mentor. It is also critical to create an environment in which either person can freely end the relationship without assigning blame. It is also critical to focus on the mentee's individual needs and goals while providing for flexibility in the approach. Furthermore, the mentor must play an important role in presenting the mentee to new experiences and learning possibilities. It is critical to begin each session with a review and end with a clearly defined action plan. Finally, the connection must be developed in a way that allows for modifications and gives the mentee increased responsibility.


Drawbacks
Line managers confront several tasks, problems, and management demands. Line managers oversee teamwork and ensure goals are met, making them vital to organisations.
Managers should not presume that any line manager can serve as a mentor or that an employee's immediate supervisor is the best person to guide them in their career development. Additionally, they should refrain from disclosing information obtained during mentoring sessions and from being afraid to be open and honest with their mentees. Instead, if managers don't know the answer to something, they should admit it and work with the mentee to find a way to move forward. Lastly, managers should avoid trying to tell the mentee what they need to know, as the mentoring journey is meant to be one of guided self-exploration.
Line managers are multifunctional because they have various responsibilities. They first manage and monitor a team to ensure productivity and goal attainment. Mentoring, coaching, and help, as well as performance monitoring and problem-solving, are all part of this. Second, line managers must uphold corporate policies and foster a healthy work environment. Employees and upper management use them to express goals, feedback, and concerns. Line managers also recruit, train, and develop employees to help them grow professionally. Finally, they are in charge of the department's budgets and resources. Line managers do numerous tasks that assist teams and the organisation in succeeding, making their multifaceted job critical to organisational success.


Assessment of skills and behaviours needed for success as a coach//mentor including the ability to understand and put into practice coach models
Coaching and mentoring share many similarities when it comes to the skills and techniques they use. This includes active listening, which promotes trust and allows coaches and mentors to truly understand the needs of their clients and what challenges them. Effective communication skills are also essential in both coaching and mentoring, as they enable the coach or mentor to provide guidance and feedback. Trust and rapport are emphasized in both practices, as building a supportive and open relationship with the client or mentee is fundamental. Asking questions is another technique used in both coaching and mentoring, as it encourages self-reflection and aids in the personal growth and development of the client or mentee. Lastly, goal setting and action planning are key components in both coaching and mentoring, as they help the client or mentee achieve the outcomes they desire.
Overall, the overlapping skills and techniques in coaching and mentoring contribute to their effectiveness in supporting individuals in their personal and professional journeys.
Establishing a connection, Inquiry, Listening, Excellent use of breaks, demonstrating empathy while 'assisting' another Not relying on our own life experiences, demonstrating patience



Task 3
Resilience
Resilience refers to the ability of individuals or systems to adapt and bounce back from adversity or challenges. It encompasses the capacity to recover, learn, and grow stronger in the face of setbacks or difficult circumstances (Shepperd et.al, 2020).

Change management
Change management refers to the methods and tactics used to successfully shift individuals, teams, and organisations from one state to another. It entails planning, organising, and regulating the essential changes to reduce resistance and ensure smooth execution (Cameron, Green, 2019).


What are the existing/ emerging drivers of change in the workplace
Changes in the workplace are driven by technology, shifting demographics, and employee expectations. Technology is advancing at a quick pace, and as a result, businesses are adjusting to take advantage of new systems and tools that increase productivity. Diverse generations and cultures are adding new perspectives and abilities to the workforce from different backgrounds. Organisations must implement more inclusive and flexible policies to satisfy employee requirements and preferences due to diversity. Finally, workers expect more work-life balance, career development, and purpose-driven work. Organisations must prioritise these elements and create a rewarding workplace to recruit and retain great people.


How can poorly managed change impact the workforce
Change may seriously affect the workforce if not handled properly. Poor change management lowers morale, productivity, and workforce turnover. Workers may feel uneasy by introducing uncertainty and instability, causing turmoil and hinder teamwork. Lack of clear communication and advice during the change process might leave employees confused and disengaged, affecting their drive and dedication, resulting in labour turnover. Poorly managed change can have far-reaching effects on the workforce and an organization's performance.(Kennedy & Garewal, 2020)


How does building resilience through coaching and mentoring help the workforce deal with change
Niels Christiansen, the CEO of Lego, astonished everyone with a strategy during the COVID-19 pandemic. Despite the social distancing restrictions, he decided to open more physical shops. This demonstrated his growth mindset and problem-solving abilities. Christiansen encouraged people to be resilient to overcome issues and navigate an unpredictable environment. His adaptable and coaching style encouraged a welcoming environment, as well as strong relationships and networks, which improved the team's resilience. He guided individuals through uncertain and difficult times, sharing his expertise and experience to help them adapt. Christiansen shared his expertise, encouraging problem-solving and establishing a growth mindset, which led to improved revenue and company success.



Task 4
Kolb’s reflective cycle is used as a framework The Kolb Reflective Cycle provides a structured approach to learning from experiences and increasing skills and knowledge. Applying the Kolb Reflective Cycle helps improve creative thinking, problem solving and decision-making. Through practice, peer coaching was a great way to learn the Instant Pay Off Model approaches. The tutor's input was realistic and insightful in revealing areas of improvement. Creating the scenario was fun, but choosing a topic was challenging. From our tutor, positive feedback includes I used probing, closed, and open-ended questions and emotional inquiry well. Used pauses well and asked permission before suggesting solutions if the coachee was stuck. Eye contact and focus were maintained throughout the conversation. Reassuring words, open body language, head nods, encouraging murmurings, and energy levels that matched the coachee's showed rapport. Positive attitude, insightful inquiry, and time management. Strengths include effective conversation management, the coachee speaking most of the time and coming up with their own ideas, and a well-thought-out action plan.  
This experience helped me understand procrastination and honesty, but Landsberg's Model could help me improve. The Landsberg Model worked, but I plan to use other models to develop new skills and knowledge.

Conclusion
In summary, coaching and mentoring are integral components of the professional environment. They offer a multitude of advantages, including the advancement of employees, heightened levels of productivity, and enhanced job satisfaction. Models enumerated above provide excellent frameworks which can be used for effective coaching and mentoring. Despite their advantages, coaching and mentoring also face challenges, including resistance to change and a lack of time and resources. However, these challenges can be overcome through proper planning, training, and communication.
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Appendix

Personal development plan
	Development objectives
	Specific action
	Barriers and how to overcome them
	Support required
	How will I have achieved the objective

	1.Improve adaptability
	By being receptive to more challenges, becoming more resilient and by learning from others
	Overcome fear of challenge by encouraging myself to take risks
	Feedback from more experienced individuals
	When I embrace change naturally and know what steps to follow

	2.Improve teamwork
	By developing communication skills, setting roles and responsibilities
	People who do not wish to cooperate
	Improve communication skills by reading, improve people skills
	When I am able to manage a team efficiently
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