


1.0 [bookmark: _Toc152857510]Executive summary

This report presents definitions of coaching and mentoring and their importance in the workplace, along with the differences between the two. The first part of this report will discuss the coaching models available in comparison with other learning initiatives such as Clutterbuck's Four Styles of Helping and concludes with the benefits of coaching and mentoring for organizations. The second part covers the skills and behaviours that a line manager needs to possess to be successful in their role, and the role of coaching and mentoring in organizations dealing with change including examples of organizations during the pandemic. Lastly, a reflective personal evaluation is presented regarding my own experience as the coach exercise looking at the task given, feelings, and a critical conclusion on the activity experience overall. This report ends with a general conclusion of all the topics covered in it.


Table of Contents
1.0	Executive summary	1
2.0	Introduction	3
3.0	Main Findings	4
3.1	Differences and Similarities between coaching and mentoring	4
3.2	Line Manager as a Coach/Mentor	6
3.3	The role of Coaching and mentoring in building resilience and dealing with change	8
4.0 Reflective personal evaluation	10
5.0 Conclusion	13
6.0 References	14



2.0 [bookmark: _Toc152857511]Introduction

This report has been requested by the University of Wales Trinity Saint David on 15/11/2023 to prove knowledge and learning regarding the course Coaching and Mentoring delivered by Brynach Heffernan with the deadline on 8/12/2023 at 15.00 PM. This report covers in most of its part the role of coaching and mentoring for organizations and their employees, but also some of the branches linked to the subject such as coaching models, other learning methods, the line manager as coach and mentor, and good practices in organizations. This report also includes a personal reflective evaluation of the coaching practical exercise that I, Andrei Selaru, have been involved in for the first assignment of this module. 
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Definition of Coaching
Coaching can be defined as a process that involves a professional coach facilitating the development and improvement of an individual's skills, knowledge, and performance. It is an interactive and result-oriented approach that aims to unlock an individual's potential and enhance their personal and professional growth (Gray, 2010).
In practice, coaching can take various forms. Examples include executive coaching, where a coach assists top-level executives in improving their leadership skills and decision-making abilities, and performance coaching, in which a coach helps employees enhance their performance by providing feedback, guidance, and support to overcome challenges and set achievable goals (Westergaard, 2016).

Coaching Models
Several coaching models exist, each offering a structured approach to the coaching process. One well-known model is the GROW model, developed by Graham Alexander, which stands for Goal, Reality, Options, and Way Forward. This model provides a framework for defining goals, understanding the current reality, exploring options, and formulating a plan of action (Whitmore, 2009).
Another popular coaching model is the Co-Active coaching model, which emphasizes the coach and client as equal partners in the coaching relationship. This model focuses on discovery, awareness, choice, and taking action, ultimately empowering the client to reach their desired outcomes (Whitworth, 2007).
Definition of Mentoring
Mentoring, on the other hand, involves a more experienced and knowledgeable individual providing guidance, support, and advice to a less experienced individual, known as the mentee. The mentor plays a crucial role in sharing knowledge, modelling behaviours, and fostering the mentee's personal and professional development (Cronin, 2022).
Practical examples of mentoring can include a senior executive mentoring a high-potential employee to groom them for future leadership positions or a subject matter expert mentoring a junior employee to enhance their knowledge and skills within a specific domain (Binder-Macleod, 2021).
Similarities and Differences
Although coaching and mentoring share similarities, they also have distinct characteristics. Similarities include the focus on individual development, providing support and guidance, and aiming to improve performance. However, the key difference lies in the nature of the relationship. Coaching typically involves a formal relationship between a professional coach and a coachee, whereas mentoring tends to be more informal, with a mentor providing guidance based on their own experiences (Hawkins & Smith, 2013).

Comparison with Other Learning Initiatives
In addition to coaching and mentoring, other learning initiatives exist within organizations. One framework that can be used to compare coaching and mentoring to these initiatives is Clutterbuck's Four Styles of Helping. These styles include advising, counselling, coaching, and mentoring (Clutterbuck, 2004).
Advising focuses on providing solutions and recommendations, counselling emphasizes exploring feelings and emotions, coaching centres around facilitating insight and learning, and mentoring revolves around sharing experiences and wisdom. By comparing coaching and mentoring to these styles, organizations can select the most appropriate approach for different learning situations.

Benefits of Coaching and Mentoring to Organizations
Coaching and mentoring can bring both tangible and intangible benefits to organizations. Tangible benefits may include improved performance, increased productivity, enhanced communication skills, and greater job satisfaction. Intangible benefits may include increased employee loyalty, higher employee engagement, better leadership development, and a positive organizational culture (Connor and Pokora, 2017).
In conclusion, coaching and mentoring are valuable learning interventions within an organizational context. They have distinct definitions, characteristics, and benefits. By critically evaluating their similarities and differences, as well as comparing them to other learning initiatives, organizations can design effective learning programs tailored to their specific needs. Recognizing the tangible and intangible benefits of coaching and mentoring, both employers and employees can harvest the rewards of personal and professional growth.
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The line manager holds a significant role in organizations as they have the opportunity to act as a coach/mentor for their team members (Whitmore, 2017). This section will critically evaluate the line manager as a coach/mentor, specifically discussing the necessary skills and behaviours. This section will also examine the multi-faceted nature of the line manager, encompassing roles such as leader, manager, coach, and mentor.

Line managers as Coaches/Mentors: Benefits and Drawbacks
One of the key benefits of line managers acting as coaches/mentors is their proximity and daily interactions with their team members. This proximity allows them to have in-depth knowledge of their employees' strengths, weaknesses, and developmental needs (Bell, Goldsmith, and Ebrary, 2013) The line manager, equipped with this knowledge, can provide personalized coaching or mentoring to address specific employee needs, promoting their growth and development.
Moreover, leveraging line managers as coaches/mentors has financial advantages for organizations. It eliminates the need for external coaches or mentors, reducing costs (Clutterbuck, 2004). Additionally, the line manager's familiarity with the organization's goals and culture allows them to align coaching/mentoring efforts with broader organizational objectives.
Nevertheless, there are drawbacks to line managers serving as coaches/mentors. First, line managers often have multiple responsibilities, making it challenging to allocate dedicated time for coaching/mentoring activities. This may result in time constraints and limited availability for effective coaching/mentoring sessions (Whitmore, 2009).
Another drawback is the potential for subjective or conflicting interests in the coaching/mentoring relationship. Line managers may struggle to maintain objectivity due to their role in performance evaluation and day-to-day supervision. This can hold back open and honest discussions, impacting the quality of coaching/mentoring interactions (Maclennan, 1996)

Skills and Behaviours for Success as a Coach/Mentor

To be effective coaches/mentors, line managers must possess specific skills and behaviours. Some of the crucial skills for success include active listening, empathy, questioning, and feedback delivery (Hawkins & Smith, 2013). Active listening involves fully focusing on the speaker, suspending judgment, and demonstrating genuine interest in the employee's concerns or aspirations. Empathy, the ability to understand and share the emotions of another person, helps build trust and rapport.
Skilful questioning is another important skill for line managers as coaches/mentors. Asking open-ended questions encourages self-reflection and critical thinking, enabling employees to identify their own solutions and uncover potential growth opportunities (Whitworth, 2007).
Providing effective feedback is yet another essential skill. Line managers need to deliver constructive feedback in a supportive manner, fostering learning and improvement. Balancing positive reinforcement with areas for development is crucial to maintaining a motivational and growth-oriented coaching/mentoring relationship.
Moreover, line managers need to understand and apply coaching models, such as the GROW model or OSCAR coaching model. These models provide structured frameworks for goal setting, exploring current reality, generating options, and formulating action plans. Utilizing these coaching models helps line managers facilitate effective coaching/mentoring sessions and ensure a systematic approach to individual development (Whitmore, 2009).
The line managers as coaches/mentors can offer numerous benefits to organizations, including personalized support, cost efficiency, and alignment with organizational objectives. However, challenges such as time constraints and potential biases need to be addressed. Possessing skills such as active listening, empathy, effective questioning, and feedback delivery is vital for line managers to succeed as coaches/mentors. Furthermore, familiarity with coaching models enables line managers to employ a structured approach, enhancing the quality and impact of their coaching/mentoring interactions.
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Resilience can be defined as the ability to adapt and recover from challenges, adversity, and stress (APA, 2022) Change management, on the other hand, refers to the process of planning, implementing, and monitoring the change process in an organization to achieve desired outcomes (Prosci, 2021)
Drivers of Change in the Workplace
Organizations today are facing a rapidly changing and unpredictable business environment due to various drivers such as globalization, technology, demographic shifts, and emerging markets (Hrebiniak, 2013). The pandemic has also brought about a significant change in the workforce's working patterns, with remote working becoming a norm and new health and safety measures being implemented.
Impact of Poorly Managed Change
Poorly managed change can have a detrimental impact on the workforce, leading to negative reactions such as resistance, stress, anxiety, lowered productivity, and decreased morale (Kotter, 1996). Employees may feel uncertain and unsure of their roles and the organization's future, leading to a lack of motivation and poor performance levels.
Building Resilience through Coaching and Mentoring
Coaching and mentoring can play a crucial role in developing and building resilience in the workforce. Coaching and mentoring enable individuals to develop skills such as problem-solving, decision-making, and adaptability, which are essential to resilience (Dillon, 2022). They also provide a safe space for individuals to reflect on their challenges and develop effective coping mechanisms.
Examples of Coaching and Mentoring during the Pandemic
During the pandemic, many organizations have implemented coaching and mentoring programs to support their workforce in dealing with the challenges of remote working, uncertainty, and constant change. One example is Amazon. Amazon implemented various coaching and mentoring initiatives to support its employees during the pandemic. The company launched the "Amazon Technical Academy," which provided employees with virtual coaching and mentoring to acquire new technical skills and pursue a career in software engineering (Amazon, 2021). This program aimed to reskill and upskill employees, enabling them to take on new roles within the organization. Additionally, Amazon offered its employees access to virtual coaching and mentoring sessions focused on mental health and well-being. The sessions provided guidance and support to help employees manage stress, maintain work-life balance, and cope with the challenges imposed by the pandemic (Amazon 2020).
Another example of coaching and mentoring through the pandemic is Tesco, a multinational grocery retailer, implemented coaching and mentoring programs to support its employees during the pandemic. The organization offered virtual mentoring sessions to help employees adjust to the changes in the work environment and enhance their resilience (Tesco, 2023).  Experienced Tesco employees acted as mentors, providing guidance and advice to their colleagues.
Furthermore, Tesco provided its employees with coaching programs focusing on personal development. These coaching sessions aimed to help employees adapt to remote work, manage their workloads effectively, and maintain their well-being during uncertain times (ICAEW Insights, 2020).


[bookmark: _Toc152857516]4.0 Reflective personal evaluation

In this section of the report, I will critically evaluate my performance as a coach in the peer coaching exercise. I will use Gibbs' Reflective Cycle as a framework for my reflection, focusing solely on my performance as a coach. Additionally, I will explore the effectiveness of the Instant Pay Off Model, consider alternative models such as OSCAR or GROW for future coaching, and present a personal development plan (PDP) to enhance my coaching and mentoring skills.
Description:
During the peer coaching exercise, I assumed the role of a coach for my peer. The coaching model we utilized was the Instant Pay Off Model, which emphasizes achieving immediate results. I intended to provide support, guidance, and create a space for self-reflection to help my peer identify and address their challenges effectively.
Feelings:
Before the coaching session, I experienced a mix of excitement and nervousness. I was enthusiastic about the opportunity to help my peer achieve their goals, but I also felt apprehensive about my ability to ask the right questions and provide effective support.
Evaluation:
As a coach, I identified active listening as one of my strengths. I maintained a high level of attentiveness to my peer's words, tone, and non-verbal cues, creating a supportive environment for open dialogue. I utilized open-ended questions effectively, encouraging self-reflection and deeper thinking. However, I recognize that at times, I struggled to maintain a neutral stance and avoid offering personal advice or solutions. This is an area I need to improve upon in future coaching experiences.
Analysis:
Reflecting on my performance, I realized the significance of creating a safe and non-judgmental space for the coachee. Active listening and open-ended questioning enabled me to foster this environment, allowing my peer to explore their challenges openly. However, my lack of experience as a coach occasionally led me to provide my own opinions instead of solely empowering the coachee to discover their own solutions.
Conclusion:
Overall, the Instant Pay Off Model provided structure and clarity within the coaching session. However, upon reflection, I believe incorporating elements of alternative coaching models like OSCAR or GROW might enhance future coaching experiences. These models offer a more comprehensive and holistic approach to goal-setting and problem-solving.

Personal Development Plan:
What do I want/need to learn?
I want to enhance my coaching and mentoring skills by improving active listening, maintaining a neutral stance, exploring alternative coaching models, and seeking feedback.
What will I do to achieve this?
1. Attend workshops or training sessions on active listening to improve my skills in this area.
2. Practice reminding myself to maintain a neutral stance and focus on empowering coachees to find their own solutions.
3. Familiarize myself with the OSCAR and GROW coaching models by reading books or articles and attending webinars or seminars.
4. Actively seek feedback from peers and mentors and implement their suggestions for improvement.
What resources or support will I need?
1. Workshops or training sessions on active listening.
2. Books, articles, webinars, or seminars on the OSCAR and GROW coaching models.
3. Opportunities to practice coaching and mentoring in a supportive environment.
4. Trusted peers and mentors who can provide feedback and guidance.
What will my success criteria be?
1. Improved active listening skills demonstrated by effectively creating a safe and non-judgmental space for coachees to openly explore their challenges.
Consistently maintaining a neutral stance and empowering coachees to find their solutions.
2. Confident application of elements from the OSCAR and GROW coaching models in coaching sessions.
3. Positive feedback from coachees, peers, and mentors indicating growth and improvement in my coaching and mentoring abilities.
Target dates for review and completion:
1. Attend an active listening workshop within the next three months.
2. Practice maintaining a neutral stance in coaching sessions and incorporate feedback within the next six months.
3. Familiarize myself with the OSCAR and GROW coaching models through reading and attending webinars or seminars within the next four months.
4. Seek feedback from peers and mentors after each coaching session and actively apply their suggestions for improvement within the next three months.
Regularly review and track progress towards these targets and adjust if necessary.

Applying Developed Skills in the Future:
The active listening and questioning skills I have developed will be invaluable as I continue my coaching journey. By maintaining a neutral perspective and empowering coaches to find their solutions, I can create a more impactful coaching experience that fosters personal growth and development.

Further Development of Coaching and Mentoring Skills:
Moving forward, I will actively seek opportunities to enhance my coaching and mentoring skills through continuous learning, practice, and seeking feedback. I will engage in workshops, self-reflection, and ongoing self-assessment to ensure continuous improvement in my coaching abilities.
In conclusion, my reflective evaluation of my performance as a coach in the peer coaching exercise has shed light on both strengths and weaknesses in my coaching abilities. By incorporating feedback, exploring alternative coaching models, and committing to continuous development, I am confident in my ability to make a positive impact on individuals seeking personal and professional growth.
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The importance of coaching and mentoring in building resilience during times of change, as well as how managers can serve as coaches and mentors, underscores how organizational learning and development has a multifaceted nature. It highlights the characteristics, benefits, and definitions of coaching and mentoring, which contribute to personal and professional growth. Comparing each approach with other learning initiatives, such as advising, counselling, and mentoring, provides nuanced insights into its effects.
Coaches and mentors play a pivotal role in helping individuals develop the skills for navigating challenges in the context of resilience and change management (Garvey, Stokes, and Megginson, 2018). Coaches and mentors can be invaluable during times of disruption, such as during COVID-19 outbreaks, as demonstrated by real-world examples from companies like Amazon and Tesco. The personal evaluation provides valuable insight into the practical application of coaching skills, as it adds a layer of introspection to the discussion. Coaching requires recognition of strengths, identifying areas for improvement, and formulating a personal development plan (Hallbom and Leforce, 2008).
Coaching and mentoring are cited as valuable tools for developing personal and professional skills in the final remarks. Incorporating these practices into a positive learning culture may be possible when individuals and organizations recognize the tangible and intangible benefits. It is important to recognize that coaching and mentoring are more than just interventions; they represent a dynamic and evolving learning approach that helps individuals and organizations respond to change with resilience and adaptability (Treur and Der, 2005).
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