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    The purpose of this report was to evaluate the similarities and difference between coaching and mentoring and provide examples of the methods that can be applied to make this procedure successful.  Further the writer will evaluate the line manager as a coach or mentor as well as the necessary skills and behaviours to be efficient.                                                         Moreover,  this report will present the importance of the mentoring and coaching within a business context and how can these two techniques help organization to further develops and improve the skills of its employees. In this report it will also be possible to identify the play that coaching and mentoring it is playing in the change management that take place around the organizations. Overall, the report will highlight , the benefits tangible and intangible of coaching and mentoring and the impact that has on employees and employers. 
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1.0 [bookmark: _Toc68800370]Introduction 



         In this report it will be possible to find the definition of coaching and mentoring and some examples of this techniques that can be further used when organization must coach and mentor its employees. Further , the report will content the similarities and differences between these methods and the part that a line manager is playing under the role of a coaching and mentor and what should be his skills or knowledge , also the writer mentions the benefits and disadvantages of having the line manager as a coach/mentor. Moreover , the report will present an evaluation of the change management models and the role of the coach or mentor when focusing on change and how can them help an organization to further implement the changes and help employees adapt themselves to the new procedure , policies , and business queries. Also, the writer will conduct a self-evaluation of her performance during the presentation under the role of a coach by applying the Gibbs’s reflective cycle. 
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[bookmark: _Toc68800372]2.1 Evaluation of the similarities and differences between coaching and mentoring

           As 21st century is all about changes and successful management performance within business organisation ,coaching and mentoring is playing and essential role because a coach in an  organisation is that  individual that influence employees’ skills ,performance and approaches. While a mentor is that person that help and support individual’s development  and improvement  in order to reach their maximum potential. According to the writer the role of a coach and a mentor within business organisation has his unique way of implementing the right knowledge. (Homan and Miller, 2008)
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Definition of coaching

`” A comprehensive communication process in which the coach provides performance feedback to the coachee. Topics include broad, work relations dimensions of performance that affect the coach’s ability and willingness to contribute to meaningful personal and organizational goals.” (Crane ,1998)

          According to the writer coaching is not a knowledge that people are born with but, is about how and individuals lead people to be productive and successful. The role of coaching includes motivating, inspiring and encourage people to achieve their higher standards. The role of a coaching is a direct process which is done by someone trained to be a coach or a manager or lead with the purpose to help employees to overcome their barriers and to optimum workplace accomplishment. Also, the role of a coach is to explain to people what, why and how to change their behaviour or attitudes to achieve their goals or objectives. (Holliday, 2001) There are different coaching models such as GROW, OSCAR and Instant Pay-off Coaching. Each of this model is made to help the coach to follow the necessary steps in helping the coachee to overpass the barriers that stop achieving his goals. 
      The Grow Model was developed 1990 by Sir John Whitmore and it is probably the best known in United Kingdom this model stands for Goal, Reality, Opportunity, What next. If during a coaching session this model is chosen it is important that the coach help the coachee in selecting a goal that is SMART, analysing the starting point and the outcome desired and what needs to be done to be accomplished. (Dembkowski and Eldridge, 2003) While on the other side , coaching with OSCAR model which stand for Outcome , Situation ,Choices ,  Action , Review is about coaching an individual to achieve the effectiveness desired at the workplace is also focused on the progress , positivity and good motivation of the coachee ,it develops an excellent relationship between coach and coachee and also is most focused  on what works, encourages shared knowledge throughout the organisation .( Jackson and McKergow ,2006) Further see appendix 1 for coaching examples.
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Definition of mentoring 

“Mentoring is a long-standing form of training, learning and development and an increasingly popular tool for supporting personal development.” (CIPD ,2009)

 The difference between coaching and mentoring is the fact that coaching is a short-term relationship while the mentoring is a long-term relationship because it helps the individuals to develop the exact knowledge used inside the organization which will bring benefits and profit because the individual will expand and develop his skills required to complete certain tasks, fact that will contribute to different benefits for organisation and for the mentored person as well. According to Clutterbuck these benefits are: (CLUTTERBUCK, 2004)

Advantages within the organization (CLUTTERBUCK, 2004) 
increasing the recruitment and retention process;
 improves productivity and additional job satisfaction; 
helps the organisation adapt to change. 

Advantages for the mentored individual (CLUTTERBUCK, 2004)
 growth of knowledge, skills , performance, and attitudes;
 improved self-confidence and self-recognition; 
 line manager and HR can benefit from the employee’s motivation and commitment.
[bookmark: _Toc68800375]Coaching and mentoring withing the organisation- differences, similarities, and  benefits 

According to the writer, the coaching and mentoring inside the organization can bring different tangible and intangible benefits for the employer and employees. While both processes stand for improvement and changes inside the organization each of those has advantages and disadvantages because from one side the coaching being just a short-term relationship it is not seen as an efficient and effective process as the mentoring method because for a business is all about the intangible and tangible benefits and how much time needs to spend on it. Intangible is about improvement of the relationship and increased teamwork while tangible is focused more on the productivity and the preparation of the process needed for and individual’s personal development. (Johnson, 2019) According to (Joy McGovern et al,2001 ) , these methods that evaluates  the effectiveness of development inside the organization have  different impact for an organization costs because it leads to the involvement of different changes around the business such as , reaction to the program and planned action; learning program ; behavioural change and business results .An organisation to identify the efficiency of and investment or comparing the effectiveness of different investments can use the ROI measure process to find out the costs or time needed to spend on achieving  this objectives. Most of the time the benefits tangible and intangible are:
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Similarities and differences between coaching and mentoring: 
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           Coaching and Mentoring inside and organisation can be offered by different trained individuals but also can be offered by a line manager which has different knowledge and skills aligned with the business culture. In the 21st century the way a business manages its employees has change and so the role of a line manager because company are moving from a traditional command-and -control practices through a different model where manager needs to offer support and guidance  fact that will help employees to adapt to  constantly changing environments without losing it motivation and energy.(Sharma,2017) Organizations seek to perceive the role of a manager as a coach because managers should engage with all their people in ways that help define the organization’s culture and develop its mission. On the other side a line manager to be efficient and effective as a coach he needs to ask questions instead of providing answers and support employees instead of judging them also facilitate their development instead of dictating what must be done. (Ibarra and Scoular, 2019) According to the writer line managers have an active role in HRM decision-making, as well as the work-life balance decision with the transfer of human resource management tasks. Work life balance is an important area of human resource management because it is a factor that can affect important workplace issue such as employee turnover, stress, job, satisfaction, and productivity that is why an organization must give the importance of a line manager to enacting with HR policies. (McCarthy, Darcy, and Grady ,2010) On the other side, coaching and mentoring are the most powerful methods used by organisation to support the improvement and development of its employees that is why a line manager needs to possess the write knowledge and skills regarding the coaching and mentoring role. Because a line manager needs to know coaching is just focused on specific goals and it is a short-term relationship while, mentoring is a long-term relationship that involves different way of sharing the information. (the role of line managers, n.d)

Skills and behaviour for a line manager to succeed as a coach/mentor 

As line manager is expected to be a coach or mentor and has the power to influence the way his team relate with the organisation tasks, he needs to adopt an approach that is focused on goals and results. He must: (Crowe associates, n.d)

collaborate instead of controlling;
delating more responsibilities;
talking less, listen more;
less orders, more questing;
specific feedback on what needs to be changed and less judgement;
 must be overall positive and encourage his team;
inspire others. 
flexibility in using different communication styles and coaching approaches;
knowledge of organisation culture.
According to the writer a line manager to be effective as a coach/mentor with his employees must challenge them to reflect harder and more generally about issues, thereby increasing their perception and improving their intellectual skills. The secret of coaching/mentoring is being able to ask question that support people to open themselves and delivering an extensive circle of ideas and knowledge. (Crowe associates, n.d)

 Line Manager as a coach benefits and disadvantages [image: Table

Description automatically generated]
[image: Table

Description automatically generated with medium confidence]


 Line Manager as a mentor benefits and disadvantages 
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     According to the writer the model that should be used to be successful when coaching or mentoring an individual should be the OSCAR model which offer the line manager a complete view about the individual situation. Will help the line manager to have an outcome of the situation as well as choices and consequences of it, factors that make this model instead of GROW model, more suitable for management. When a line manager uses the OSCAR model, will have the opportunity to work in an efficient way respecting all the deadlines and developing successful, profitable, and motivated relationship with his team. Because a line manager as a coach or mentor can share further the knowledge of culture and information of the organisation. (Roger , Gilbert and Whittleworth ,2012)

[bookmark: _Toc68800378]2.3 Coaching and mentoring in facilitating change and change management

According to the writer, years ago organization found difficult to manage the change inside their business. The consequences of not being able to deliver their changes efficiently were felt by the stakeholders, citizens, shareholders, and customers in particular these factors had negative influence on employees, leaving them stressed, tired and unengaged. But in the 21st century with the continuous innovation and evolution of the solutions and methods to be used inside organization to help them apply the change management across business, things had changed. (Miller and Proctor ,2016)

Definition of change management 

“Change Management is an organized systematic application of knowledge, tools, and resource of change that provides organizations with a key process to achieve their business strategy” Wanner M.

In order for the change management to be effective, an organization must take in consideration all the risks and negative effects that can happen. But to avoid undesirable results organization must have a process for communicating the changes, a process for scheduling and implementing change, a process for documentation and evaluation of its effects.  According to the writer change management can be used to manage numerous categories of administrative transformation, such as: (Pratt ,2019)
 Development change regarding the processes and procedure under which a busine operate. 
 Transitional change which is about the modification that moves an organization away from its current state to a new one to solve a problem.
Transformational change which alters the culture and operation of an organization.
According to the writer for organizations to have a successfully transition through these types of change, employees must receive the right coaching and mentoring methods from their line managers to help them progress through the change process. Coaching and mentoring an individual through the organizational or management change required a variety of activities such as explaining why the change is necessary, communicate the positive and negatives for supporting changes, include their ideas, clarify performance expectations, offer positive and constructive feedback , provide training , and celebrate success. (Neveenhoven ,2020) While manager has the responsibility to help employees understanding the changes within and organization , there are also different change models that can followed for the change to be successful. Few of model of change are: The DREC Model , Lewin(1947) ,Kotter’s 8 Stages Change Model, Kotter(1996).  The Kotter’s 8 Stages is a helpful model of understanding and managing change because each stage acknowledge a key principle relating to individual’s response and approach to change where they can see, feel, and then change.  According to the writer every stage is about inspiring and motivating employees to embrace the change in management process that is teach by the coaching and mentoring method as well. This kind of change model it is easy to be implemented and provides a clear description of the process that need to be followed to manage the change within the organization successful. A disadvantage of this model is the fact that being a model that for being efficient needs to be done step by step can create problems if a single step is missing. (Juneja, n.d.)
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               To evaluate my own performance from where I was a coach, I will follow the steps of the Gibbs’s reflective cycle which is a framework that help individuals to examining experience and analyse what did went well or did not. Also, this framework helps individuals to have a reflection on their own performance and see what needs to be change and improved next time. (the university of Edinburgh , 2020) 

              Regarding my performance based on the presentation when I was a coach, I can say that I found the idea of the presentation really useful as it gave me an example of what a coach should do, what are the steps to follow , it helped me to build up a bit of a confidence as at my current job sometimes I have to coach new hires so now I know exactly how to communicate and help the employees to overpass their barriers , what behaviour I should have under the role of a coach.  We where a team of four people each one of as had to make a team with a different person and coach that person on the things that they selected. On my role as a coach, I had to coach one of my colleagues for the organization skills as he finds difficult to organized himself around the work and daily activity and cannot respect the deadline of it. To help him understand it problem , I used the Instant pay off model of coaching ,but I think that in the further I will rather used one of the GROW or OSCAR model as I find them easier for a coach to used them and evaluate the barriers that an individual is facing. Generally , I think that I did well as I gave him example on what steps to follow , what tools to used ,example as Gantt Chart , a to do list and everything that can help him organize himself and his thoughts and prioritize the important task to complete first and then focused on the rest. Because of the covid the presentation had to be done online so that part I did not liked much as in my opinion when coaching someone this need to be done face to face as I found easier for both parts to concentrate on what matter the most. 
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      In conclusion , the coaching and mentoring are two methods that are used inside the organization when employees need to overcome their barriers. Also, each of them has similarity and difference the coaching is a short-term relationship and it is focused on skills , mentoring is a long-term relationship, and it is focused on helping individual developing and improving their knowledge to be productive when dealing with business queries. Further the role of a coach and mentors is essential, and it is more effective when is done by someone with the right skills and trained to follow the approaches steps of the process. Also, this style can be applied and followed by a line manager which from a side his knowledge is more familiar with the business culture , policies , structure, and he can share the right information further to be applied by the employees but on the other side this can have negative effects on the business profit as it will be hard for a line manager to concentrate himself on different activities at the same time. 
          For an organization when dealing with a change in the management it is important that they follow the essentials steps of one of the models of change management  such as the DREC Model , Lewin(1947) ,Kotter’s 8 Stages Change Model, Kotter(1996) if they want to avoid negative experience inside the organization fact that will affect the profit of the business. 
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COACHING (CIPD, 2020)

MENTORING (Jones, 2003)

improves performance at work;
focused on specific goals and skills;
help with the self-confidence;
coaching can have activities that
can be organisational and individual;
coaching it should be delivered by
people that are trained to do so;
better assess of the strengths as
well as developing them ;

task oriented

behavioural transformation;
focused on instruction

open;

skills;

training , instructing ,providing
feedback;

regular meetings with monitoring
and evaluation;

shared knowledge to support the
development of an inexperienced
employee ;

long-term relationship;

development driven ;

mentoring is also the process that
assess the coaching employees that
need to further improve and develop
their skills to match the skills needed
for the business to achieve it
objectives ;

establish effective behaviours;

help mentees gain perceptions of
their organizations as well as
history, values, culture, and politics;
make suggestion to avoid mistakes
in actions or judgement

help to identify the risk involved in
action and projects;

personal transformation

focused on listening;

confidential;

strategic;

providing information and share
experience;

can be formal or informal;
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Benefits (Goldschmid, 2016)

Disadvantages (Gibb 2003)

Productivity and Engagement of
employees

Well-being and job satisfaction
because of the close relationship
between manager and
employees

Aftracting, developing, and
retaining talents (benefit for
organization)

Leadership and management
style of the organisation

Lack of time and resources

Poor high-quality evaluation from
line manager because of the
limited time

Extension control over
employees

Not good enough as specialists
in coaching an employee as a
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‘Adapting and innovation and
more proactive in embracing
challenges and changes inside
the business

Growth and development

A more positive role for manager
More success for team and
managers

Effective team-work relationship
which help a manager to be seen
more s a positive role model
and a supportive figure

manager need to focus his fime
in other responsibilities too,
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Benefits (Clutterbuck,2004)

Disadvantages (Parsloe and Leedham,

2017)

Change mentee thinking and
assumption.

Shared knowledge about
organisation culture.

Role model of personal
achievement and growth

Help mentee to accept the
feedback and manage it
constructively

Looking for strengths and
opportunities to improve mentee
performance

Help the mentee to manage
integration of job, career, and
personal goals;

Risk of variable skilllevels of
mentor

Risk of poor practice

Requires investment of time from
line manager

Required line manager attention
S0 that the mentoring programme
works purposefully and not
occasionally

Struggle to focus on long term
relationship

Affecting on losing other team
members because of the limited
attention given
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Peter Smith

Coaching programme

Objective

To work as an integrated team player

Standard targets

o Communicate with other team members
Propose ideas

Share the workload

Offer help to colleagues without having to be
asked

Evaluation

70% of standard targets met. Very good progress on
sharing workload and taking responsibility. Some
good ideas put forward. Still not communicating
ideas within the team as effectively as possible.

Further
recommendation

To take charge of a team project that will demand
ongoing briefing sessions with the team if the project
is to succeed.




