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1.0 [bookmark: _Toc121262526]Executive Summary
Mentorship and Coaching are essential in every organization because they improve the performance of the business. Many organizations use mentorship and coaching programs to enhance employee development. This project involves writing an interview on peer coaching practice using the instant payoff model, which is supposed to take fifteen minutes. It involves an underperforming employee because of the diversification of roles in an organization, and he is determined to improve her performance (Knowles, 2021. P 68). The project also involves definitions of mentorship and Coaching and discusses their benefits, differences, and similarities. 
Line managers are essential in all organizations since they are the person who interacts with employees directly daily. Their roles, drawbacks, and benefits have been discussed as a critical workforce in any organization. The skills and behaviours of a successful coach and mentor have been discussed and explained in detail as they contribute to the business's success (Jarosz, 2021. P 25). Good Coaching or mentorship skills promotes a positive behaviour change among the employees leading to their improved performance and that of the organization. Coaching and mentorship build resilience and business, and the techniques used in attaining resilience in business are discussed in this paper. 
[bookmark: _Hlk119568646]Change is inevitable, especially in business organizations, and it contributed by various things such as pandemics. The role of mentorship and Coaching in dealing with transformations and building resilience during a pandemic also explained. The paper also contains peer reflection using Gibb's reflective cycle model that explains my strengths and weaknesses while conducting a peer coaching exercise (Rivard and Brown, 2019. P10). Finally, there is a development plan, particularly the one I prepared as a peer coach.

Table of Contents
1.0	Executive Summary	1
2.0	Introduction	2
3.0	Main Finding	2
3.0.1	Define Coaching	2
3.0.2	Define Mentorship	2
3.0.3	Differences Between Mentorship and Coaching	2
3.0.4	Similarities Between Mentorship and Coaching	2
3.0.5	Two Other Learning Interventions	2
3.0.6	Tangible and Intangible Benefits	2
3.1	Skills and Behaviours of Line Managers as Mentors or Coaches	2
3.1.1	Multi-Facing Role of the Line Mangers	2
3.1.2	Drawbacks/ Benefit of the Line Managers as Mentors/Coaches	2
3.1.3	Assessment of Behaviours and Skills for successful Coach/Mentor	2
3.1.4	Mentorship and Coaching Theories and Models	2
3.2	Roles of Mentorship and Coaching in Resilience Building and Dealing with Change	2
3.2.1	Definition of Resilience and Change Management	2
3.2.2	Existing and Emerging Drivers of Change in the Workplace	2
3.2.3	How Can Poorly Managed Change Impact the Workforce	2
3.2.4	How Resilience Building Helps the Workforce to Deal with the Change	2
3.2.5	Examples of Organisations that Used Mentorship and Coaching During the Pandemic	2
3.3	Evaluation of Peer Coaching Exercise Performance	2
3.3.1	Peer Coaching Reflection Using Gibbs Cycle	2
3.3.2	Effectiveness of Instant Pay-off Model	2
3.3.3	Think About	2
3.3.4	Personal Development Plan	2
4.0 Conclusion	2
5.0 References List:	2





2.0 [bookmark: _Toc121262527]Introduction
Coaching and mentorship have become elements of business practices in the modern world. Many business organizations are using them to introduce new employees to the organization's culture and to foster communication between various management levels. 
Peer coaching is an exercise that involves one individual listening to the other who is having a challenge and helping them to solve their problems. Organizational leaders need mentoring or Coaching skills in any organization since they motivate workers and promote effective communication. 
The paper will discuss the differences and similarities of mentoring and coaching, learning intervention in an organizational context, and the intangible and tangible importance of mentoring and coaching. It will also discuss the role of line managers as coaches or mentors, the necessary behaviours, and skills they should have, and the coaching models and theories. The assignment will also explain the role of mentoring and coaching in dealing with transition and building resilience and how mentoring and coaching assisted business organizations in thriving and surviving the pandemic. The paper will also reflect on peer coaching activity, indicating the coach's weaknesses and strengths and the personal development plan.






3.0 [bookmark: _Toc121262528]Main Finding
3.0.1 [bookmark: _Toc121262529]Define Coaching
Coaching is a systematic process, purposeful, collaborative, and results-orientated, whereby the coach enhances work performance, personal growth, self-directed learning, and the life experience of coachees (Grant, 2005. P 10). It uses guided activity and direct discussion to assist people in solving their challenges or performing an activity better (Clutterbuck and Megginson, 1999. P 20). It unlocks an individual's potential and maximizes their performance. It involves more learning than teaching. An example of Coaching is the peer coaching activity in part one of this work.
3.0.2 [bookmark: _Toc121262530]Define Mentorship
Mentorship refers to off-line assistance by an individual to another one to make an essential transition in thinking, knowledge, and work (Clutterbuck and Megginson, 1999. P 30). Mentorship involves an individual with more experience sharing it with a less experienced person by sharing their knowledge. The mentor supports the less experienced individuals, which helps them to develop and improve their performances. An example of Coaching involves a professional colleague training a newly hired employee until they develop and gain more knowledge in their jobs, thus improving their performance. 
3.0.3 [bookmark: _Toc121262531]Differences Between Mentorship and Coaching
Mentoring and Coaching are different, and below are their differences. First, Coaching is a short-term process, while mentoring is a long-term process. For instance, the peer coaching session took fifteen minutes (Grant, 2005. P 9). Some coaching sessions can take about ten to fifteen minutes, but in mentorship, relationships can last from six months and above. Second, Coaching aims to provide maximum improvement and performance in workplaces, while mentorship aims to support employees without experience development. Third, mentoring is directive, while Coaching is non-directive. 
Mentorship involves sharing experiences, skills, and knowledge through direct guidance from an individual with an experience to one without (Clutterbuck,2014. P 5). Coaching involves questioning and providing confidence, space, and trust to the coachee. It helps them achieve their objectives and assists them in realizing their capability within them. Fourth, Coaching is a performance-driven process that motivates coachee to perform well in their daily roles. However, mentorship is a development-driven process that allows the mentees to decide the goals in mentorship relationships.
3.0.4 [bookmark: _Toc121262532]Similarities Between Mentorship and Coaching
Mentoring and Coaching have various similarities in a business setting, which are discuss below. First, they help identify desires, needs, and motivations, allowing individuals to make lasting and natural transitions. Coaching involves guiding individuals with a particular challenge to help them identify several ways of solving it. By doing so, coaches allow them to remember their needs, motivation, and desires (Jarosz, 2021. P 7). It is like mentoring, where a mentor enables the mentee to decide their goals and work collaboratively towards achieving them. 
Second, both approaches use questioning techniques, improving the clients' thinking process. The thinking process is essential as it helps individuals identify necessary actions and solutions without getting them from mentors and coaches. Third, both processes encourage individuals to commit to their actions and develop lasting personal Change and growth (Clutterbuck, 2014. P 25). Coaching helps individuals to acquire new skills and competencies, while mentoring allows the workforce in an organization to add more competencies. 
3.0.5 [bookmark: _Toc121262533]Two Other Learning Interventions
Organizations use many learning interventions  to improve employee learning which boosts their performance and productivity. The assignment will explain Counselling and employee engagement programs as other interventions organizations can use to enhance workforce performance rather than mentoring and coaching. Both are formal internal approaches used by many organizations. Employee counselling refers to assisting individuals with personal, technical, or emotional challenges affecting their job performance (Lazar et al., 2018. P 6).
 Like in this case, Counselling can help the underperforming employee manage all the issues affecting him, which will assist him in improving his performance.
Organization leaders use it to help workers improve their performance and the quality of work in the organization. Counselling services in organizations help employees free stress, which motivates them to work, and as such, many organizations have made provision of counselling services as their organizational culture (Lazar et al., 2018. P 5). The other benefits of Counselling in organizations are It helps reduce workforce stress from work-connected issues like meeting targets, balancing work challenges, and inability to meet deadlines. 
Workplace counselling is also essential in preventing sickness, absence, and pressures among leaders and workers, which may result from handling resistant employees or inconvenient situations. For example, Counselling can reduce the underperforming employee's pressure and motivate him to work, preventing him from absenteeism since the program will help reduce stress and manage. In addition, Counselling leads to organizational development by helping workers to manage their stress, work issues, and personal challenges (Garvey et al., 2021. P 7).
The other learning intervention in the organization is the employee engagement program. Employee engagement ensures that the workforce is committed to the organization's values and goals. Discussed below are the benefits of employee involvement programs in business organizations. It encourages employees to work, which leads to the organization's success. For example, in this case, involving an employee in business decision-making will help the employee to raise the challenges he is experiencing because of work diversification and inadequate employees (Nguyen & Nguyen, 2022. P 30). The second benefit is that it improves employees' well-being since the workforce works in a stress-free environment that prevents mental illnesses such as stress.
Third, the organization's revenue increases due to employee engagement because the workers' motivation to work is high, and they give their best in their roles. Fourth, this program reduces absenteeism and sickness in business organizations by promoting employee welfare (Nguyen & Nguyen, 2022. P 35). Employee engagement promotes their well-being and makes them feel appreciated for their contribution to the organization. 
3.0.6 [bookmark: _Toc121262534]Tangible and Intangible Benefits
Tangible benefits are associated with personal (employees) and business goals (employers) in an organization, such as productivity or profitability. In contrast, intangible benefits are associated with organizational behaviours such as conflict resolution, improved relationships, and teamwork (Knowles, 2021. P 76). The following are the tangible benefits of coaching in connection to the organization's return on investment; it improves organization strength, productivity, and quality. 
In addition, they improve customer service and staff retention. Additionally, Coaching improves profitability and revenue in the organization and reduces the turnover rates of employees. All these tangible benefits increase the organization's return on investment due to improved performance (Passmore et al., 2021. P 8). Other tangible benefits of Coaching are improving time management, work performance, and business management of both leaders and employees. The following are intangible benefits; it improves the relationship between the organization's stakeholders and staff, enhancing teamwork. 
They also contribute to job satisfaction among the employees and leaders as it boosts both organization and employee performance due to employees' commitment to their jobs. The intangible benefits of Coaching are that it improves communication skills, self-confidence, organization relationships, and balance between work and personal life (Knowles, 2021. P 65). The return on investment from coaching in a business organization is higher than tangible benefits. Coaching is essential in organizations, and it improves return on investment up to six, seven, or eight times compared to the initial investment from both intangible and tangible benefits.
3.1 [bookmark: _Toc121262535]Skills and Behaviours of Line Managers as Mentors or Coaches 
3.1.1 [bookmark: _Toc121262536]Multi-Facing Role of the Line Managers
A line manager plays an essential role in Coaching and mentoring talented workers. They are individuals with the direct daily responsibility of managing specific employees and reporting to senior managers of organizations. Their duties include measuring workers' productivity, communication mediums between employers and staff, managing employees, issuing leave requests, and controlling quality (Clutterbuck, 2014. P 17).
3.1.2 [bookmark: _Toc121262537]Drawbacks/ Benefit of the Line Managers as Mentors/Coaches
The drawbacks of line managers as coaches as mentors involve the inequality among people who mentor/coach. In some lines, managers may concentrate on coaching or mentoring specific teams or individuals while neglecting others. The other drawback is that some managers lack accountability in their roles because of disclosing employee information that should be confidential (Tee and Passmore, 2022. P 51). Lastly, some line managers need more skills to solve conflicts in the workforce. 
The benefit of line managers as coaches or mentors in the organization is that they understand employees' challenges well due to their daily interactions, which helps them understand their weaknesses and strengths. Therefore, they understand the best areas to mentor or coach employees in their organization (Tee and Passmore, 2022. P 51). Another benefit is that their supervision roles help improve the employee's performance since they can guide them where they are going wrong. 


3.1.3 [bookmark: _Toc121262538]Assessment of Behaviours and Skills for successful Coach/Mentor
Mentors and coaches in organizations should have the following skills: questioning, pausing, listening, ethical awareness, communication, using intuition, and regulatory compliance. These skills have the following benefits: questioning skills helps coaches in assisting the coachee in resolving their challenges, as evident in part one (Clutterbuck, 2014. P 44). Pausing helps individuals in critical thinking while deep, conversational, and active listening skills are essential as it boosts understanding of an individual's challenges, preventing judgment, motivating self-expression, and promoting empathy.
Ethical awareness prevents the coaches and mentors from breaching the trust and confidence of employees. Communication skills assist the coaches in building rapport with their clients. Thus, it will strengthen the relationships between workers and line managers (Clutterbuck, 2014). P 47). The use of intuition helps the coaches in logical thinking, while regulatory compliance ensures they are following the coaching agreements. The following are the classification of behaviours that coaches should have; personal, practice and people. Personal behaviours include collaborative, progressive, and value and philosophy. 
Practice ones recognised and implemented adaptations, planning, and technical knowledge, while behaviours towards people are inspirational, respectful, and empathetic. Coaches' attitudes should include rewarding employees as it motivates them, putting job interests before their interests, having an open mindset, and fighting for their teams (Starr, 2018. P 555). They should also have the following principles and beliefs; maintaining focus, equality, supporting employees, and their relationships with the workers should be based on trust, truth, and openness.


3.1.4 [bookmark: _Toc121262539]Mentorship and Coaching Theories and Models
GROW and OSCAR models are discussing. The theories include Kram's and goal-setting theories that can help mentors and coaches in their careers. The GROW model represents goals, realities, options, and wills, Alan Fine developed it in 1980, John Whitmore, and Graham Alexander, who were business coaches (Whitmore, 2010. P 10). It helps the coaches plan their work by establishing SMART goals, determining current realities, exploring options through brainstorming, and developing the organization's will. OSCAR model stands for outcomes, situations, choices, actions, and reviews. Outcomes help the clients to identify their objectives through discussion. 
The situation helps the client to determine their existing challenges and their causes and helps them to make the right choices to achieve their intended outcomes. After making the choices, the coach helps the clients to implement the activities necessary for achieving goals and reviews aims to check the progress. Goal setting theory helps coaches to set goals, clarify outcomes, improve self-efficacy, and study goal orientation. It helps people respond positively to their feedback (Locke &Latham, 2019. P 93). Kram's theory of 1985 states that the role of s mentor is to provide personal support and to advise people with less or no experience in behaviour development.
3.2 [bookmark: _Toc121262540]Roles of Mentorship and Coaching in Resilience Building and Dealing with Change
3.2.1 [bookmark: _Toc121262541]Definition of Resilience and Change Management
Resilience is the ability to regain or maintain mental health or positive adaptation regardless of experiencing diversities. Resilience comes from several factors such as biological, personal, and environmental-systematic, and it is associated with well-being because of its ability to help people to recover from setbacks and stress management. Change management makes something appear different (Rivard and Brown, 2019. P 10). The various kinds of Change include systems, people, and organizations.
3.2.2 [bookmark: _Toc121262542]Existing and Emerging Drivers of Change in the Workplace
Market developments, customer feedback, competitor activity, and sector developments are external drivers of transformations. Internal drivers are new strategic goals, new development of services and products, and changes in the work process (Rivard and Brown, 2019. P 10). In addition, other internal drivers are staff feedback, technology developments ad requirement, changes of key staff, organizational re-design, quality requirements, and critical incidents. 

3.2.3 [bookmark: _Toc121262543]How Can Poorly Managed Change Impact the Workforce
Poorly managed Change in organizations puts employees at risk of mental health challenges, lack of motivation, and loss of employment. Employees can develop mental challenges due to work-connected stress from a certain organizational change. Poorly managed transformation in an organization can led to decreased job morale among the workers, contributing to poor productivity and performance and financial losses in the organization (Rivard and Brown, 2019. P 10). Employees can lose their jobs due to poorly managed Change since it can lead to economic loss, which may lead to the organization's closure or retrenchment of workers.
3.2.4 [bookmark: _Toc121262544]How Resilience Building Helps the Workforce to Deal with the Change
Mentoring and Coaching help organizations build resilience by creating a collaborative culture among the leaders and the employees. It enables the mentees or coaches to cope with current conditions by improving their resilience capacity. It promotes optimism among employees, enabling them to focus on positive organizational changes. In addition, resilience promotes self-assuredness, which helps individuals to manage difficult or new situations. Resilience is also essential because it promotes employees' focus, enabling them to develop and prioritize their goals during uncertainties such as a pandemic. 
3.2.5 [bookmark: _Toc121262545]Examples of Organisations that Used Mentorship and Coaching During the Pandemic 
Examples of two organizations that used mentorship and Coaching are Deloitte and Mastercard. Deloitte developed a digital mentorship and coaching plan during the pandemic whose target population was the university and college students. The mentorship program aimed to provide the participants with the necessary support and skills to help them survive in the new economy (DiGirolamo and Tkach 2019. P 195). Deloitte connected Mentees with mentors via internet channels to motivate and inform them of future employment opportunities. On the other hand, Mastercard used mentorship during the pandemic to connect employees with their colleagues and employers in the business organization with common interests and ambitions. This international payment technology organization encouraged people to use this program to minimize widespread of the disease during the pandemic. 
3.3 [bookmark: _Toc121262546]Evaluation of Peer Coaching Exercise Performance
3.3.1 [bookmark: _Toc121262547]Peer Coaching Reflection Using Gibbs Cycle 
Reflection is an essential learning element that helps individuals to express their actions, opinions, and feelings. It connects knowledge and opportunity by exploring the concerned areas in a significant manner. In my peer coaching session, I used the instant payoff model to coach, and I will use Gibbs' reflective cycle in my reflection exercise. I held my coaching session in my working place with my peers, and it aimed to help my peer with an underperforming issue in his job and coachee to improve his performance. (Gibbs, 2018. P 17) I used open- and close-ended questions, which helped clarify my peers' issues. I also learned the importance of people skills in communication, especially when questioning a person.
The best thing I experienced from my peer was his willingness to explain his issue, which encouraged me to help him to address the challenge. Our session ran effectively because of our coordination, and before the session, we had a pre-discussion with my peers sharing our challenges. I learned the importance of communication skills such as listening and questioning (Gibbs, 2018. P 17). My strength was that we both had similar goals; thus, I motivated and encouraged my peer. My weakness was the troubled time for Coaching because the session took only fifteen minutes.
3.3.2 [bookmark: _Toc121262548]Effectiveness of Instant Pay-off Model
Instant payoff theory was effective because its application encouraged the underperforming employee to describe his problem, his desired outcomes, the obstacles between his present situation and the expected outcomes, and the techniques for overcoming these barriers. It helped in the success of the exercise using the shortest time possible (Boysen et al., 2018. P 160). I recommend using GROW model in the future in a situation that requires the promotion of self-motivation and confidence of workers to increase personal satisfaction and productivity.
3.3.3 [bookmark: _Toc121262549]Think About
I enjoyed the flow of conversation during the session as the coachee was ready to open about all his challenges. I was good at questioning and listening skills to understand the employee's problem and how he could resolve it. The most useful thing is the ability to use closed and open-ended questions in the session since they promote the client’s feedback. My necessary skills were good interpersonal skills, and my behaviours were empathy and respect towards the client (Boysen et al., 2018. P 160). I will apply the skills I have developed in my interactions with people everywhere. I will develop my mentorship and coaching skills through research in an institution's existing evidence or learning.



3.3.4 [bookmark: _Toc121262550]Personal Development Plan
	4 Goals
	 Actions

	 Threats/Opportunities

	Deadline

	 Assisting a Coaching or Counselling session to reduce the stress to improve my mental health
	Dedicate time for  myself to attend the sessions which will reduce his stress

	Equipping myself with stress management skills


	

      End of Week 1


	 Balancing roles
	Time management skills

	Both roles require much time and attention.

	   
       End of Week 2


	
improve my performance.

	
Find solutions to my problems

	
Lack of management support and inadequate workers

	

       End of Week 3


	
	
	
	





[bookmark: _Toc121262551]4.0 Conclusion
In conclusion, mentorship and Coaching are essential components in all organizations. They help the employees to manage stress which improves their productivity and performance. Employee engagement and Counselling are also essential in organizations since they enhance workers' well-being. Essential skills that coaches should have includes communication, listening, and positive attitudes. Coaching can build resilience in organizations by helping employees manage stress and maintain focus at work. Mentorship and Coaching help employees deal with changes by equipping them with new skills. 
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