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[bookmark: _Toc1921218476]1.0 Executive Summary.

[bookmark: _Int_q3qAkQUl][bookmark: _Int_Bv59tK7j][bookmark: _Int_IfQSQgwJ][bookmark: _Int_SG5kAOFV]The key points within this report are defining coaching and mentoring. An example of how coaching and mentoring is used within organisations such the NNHS (National Health Service). It will define how change management and resilience aid within coaching and mentoring models.  




[bookmark: _Toc2056502249][bookmark: _Int_nHEZ71Eu]1.1 Table of Contents.
1.0 Executive Summary.	1
1.1 Table of Contents.	1
1.2 Introduction.	2
1.3 Main Findings.	2
1.4 Define coaching in practice.	2
1.5 Define Mentoring.	3
1.6 Compare both coaching and mentoring to two other learning initiatives.	4
1. 7 Line manager and mentor.	5
1.8 Critically evaluate the role of coaching and mentoring in building resilience and dealing with change.	6
Task 4: Critically evaluate your own performance in the peer coaching exercise	8
PDP.	9
Identify.	9
Plan.	9
Action.	9
Record.	9
Conclusion.	9
References.	11



















[bookmark: _Toc25692355]1.2 Introduction.

The benefits of coaching and mentoring will be highlighted in this report, along with a definition of each of these practises. In addition to comparing coaching and mentoring to two other learning initiatives, the research will highlight the distinctions between a line manager and a mentor. It will examine critically how coaching and mentoring assist individual's become resilient and manage with change. It will assess the author's effectiveness as a coach and include recommendations for personal growth.







[bookmark: _Toc1578290425]1.3 Main Findings.
The methods of coaching and mentoring rely on one-on-one interactions to improve a person's abilities, knowledge, or professional performance. Although the phrases coaching and mentoring are sometimes used similarly in practise, there are specific differences between the two that could be established. Within an organisation, coaching can develop skills, increase employee engagement, and enhance employee performance. Coaching is typically provided to a person on a one-on-one approach by a professional coach. A knowledgeable coach will be able to provide tools, training, advice, and criticism, usually within a systematic approach (Hayden, 2022).
[bookmark: _Toc1823396908]1.4 Define coaching in practice.
In addition to updating the four-year curriculum, the University of California, San Francisco Medical School created a longitudinal coaching programme for medical students in 2016. The longitudinal medical student coaching programme intends to assist students to meet three objectives: encouraging professional and personal growth, improving physician expertise with a positive mindset, and promoting a sense of belonging and wellbeing among students in a diverse learning environment. The coaching programme met unfulfilled requirements among students for a long-term, non-evaluative relationship with a coach to aid in student growth, influence their learning style, and build a feeling of connectedness (imentoring, 2022).
[bookmark: _Int_bwFKC0fx][bookmark: _Int_0uCg7U6P]The university wanted to support the coaches' growth as teachers by fulfilling their educational obligations with organised coaching. To learn patient care and health system skills, meetings were held with coaches once a week for the first 17 months of medical school. Subsequently, students consult with coaches twice a year for students’ progress and planning sessions and group discussions regarding professionalism. The university successively analysed the programme over the course of the first five years of its implementation using the developmental evaluation framework. Numerous quantitative and qualitative measures of students' and coaches' experiences are in relation to the three objectives the university identified as a successful result.
[bookmark: _Int_Ia1n5GZj][bookmark: _Int_DYx7OVUi][bookmark: _Int_sp9NQeTz]Students expressed positive experiences with coaching in terms of the three programme goals in both surveys and focus groups. Throughout medical school, students valued the coaches' responsiveness and support for a variety of academic, personal, professional, and other concerns. Students agreed that maintaining a long-term relationship is important and that coaches could indeed adapt to their increasing requirements over time. Students gave coaches top ratings for excellent instruction of fundamental clinical skills. coaches taught the students' various clinical skills that were outside of their normal practise. Concerns about coach variation were expressed by students. For students, the program's emphasis on wellbeing and community participation were its strengths. Relationships with students and other coaches benefited coaches, and they welcomed professional development that would better prepare them to meet the needs of their students (Hauer et al., 2022).






[bookmark: _Toc1363556572]1.5 Define Mentoring.
[bookmark: _Int_r4VnLbDZ][bookmark: _Int_EwVL9qIk][bookmark: _Int_HFR71n4Z]Mentoring is an individual who takes an advisory position, a mentor is someone Assists an individual who has less experienced or in a disadvantageous situation with direction, advise, and assistance. A more experienced employee would frequently mentor an employee who has recently been promoted or is having trouble overcoming obstacles within their job roles. A mentor is someone who imparts their knowledge, expertise, and experience to support another individual's development and advancement.
[bookmark: _Int_325yOExl][bookmark: _Int_p1LDOb9v]Although it can be helpful for short-term objectives as well, mentoring is often focused on long-term career growth. For instance, a co-worker who starts within a sales department however lacks marketing expertise could be placed with a high achiever within sales team who can mentor workers to enhance their productivity until they can learn to successfully close sales (Gasper, 2020).
[bookmark: _Int_YCdEsKfG][bookmark: _Int_jEQe114h]when they are successful, the mentor may continue to advise and guide individuals to improve with their overall professional growth. Mentors use their expertise to assist the long-term unemployed in returning to the workforce through charitable giving or a local government programme. Through sessions, mentors can support students who are facing behavioural or academic problems. Mentoring may be helpful for students who are unclear of their future possibilities. Usually, mentors connect with young people from underprivileged backgrounds to assist them in developing important life skills. Organizations that assist those in the criminal justice system or those struggling with addiction employ mentoring programmes (Miller, 2022).
[bookmark: _Int_pSxBH15z][bookmark: _Int_mj50wtFe][bookmark: _Int_H66WP9UU][bookmark: _Int_2KmKNCl8]Despite their similarities, mentoring and coaching are significantly different from one another. A mentor is someone who imparts their knowledge, skills, and experience to aid another person's growth and development. A coach is a person who offers advice on a person's objectives and aids in their potential development. The fact is that coaching is non-directional while mentoring is directive this is one of the most pronounced differences. In practical coaching sessions, the coach is more likely to pose questions, provide the client time to reflect, and perform most of the communicating. In mentoring meetings, the mentor is more likely to speak more, than the coach, the coach will observe.  ultimately, coaching and mentoring both involve assisting others in achieving their goals. Several mentoring relationships persist for more than six months, and in some circumstances, mentoring can last for decades or longer (The tangible and intangible benefits of coaching, 2022).
[bookmark: _Int_213iqHC9][bookmark: _Int_xx5wrUCY][bookmark: _Int_dTV3xX6Y]The absence of educational requirements for mentoring makes it simple for organisations to launch mentoring programmes immediately. Although mentoring certifications are available together in lesser quantities than coaching certifications, they are often advised however not mandatory. Mentoring is directive, it involves the mentor imparting their knowledge, expertise, and abilities to the mentee while also instructing and directing them. In comparison to coaching, which often follows a more rigid structure, mentoring is typically less structured. While having a mentoring meeting agenda and goals is advised, it will be left to the mentee to put everything together. Mentoring is primarily development-driven, and it relies on the mentee to specify their own objectives for their mentoring interactions. Coaching sessions are frequently shorter in duration and could last ten to fifteen minutes. However, some coaching partnerships might last for a longer period. Being a truly competent coach requires training in coaching techniques and a variety of coaching credentials, that are often required and advised (Rolfe, 2022).
[bookmark: _Int_Ej87jz0R][bookmark: _Int_7MpugTQi][bookmark: _Int_TF040ufY][bookmark: _Int_6TqpYh6F][bookmark: _Int_jjbw9TvT]Compared to mentoring, coaching is non-directive, which indicates that it focuses on asking the appropriate questions and providing the person receiving coaching the freedom, trust, and confidence to reflect about how they may achieve greater, meet their goals, and discover further abilities within themselves. Coaching is typically organised by managers or corporate partners; therefore, businesses will frequently sponsor someone to receive coaching, or a manager will assign an employee to receive coaching for abilities. Coaching is performance-based and motivates the person or people being coached to excel in their regular jobs. Because mentoring should be based on accurate and specific recommendations and advice, mentors must possess some knowledge and insights in the field in which they provide mentoring. Both coaching and mentoring benefit greatly from relationship-building and interpersonal abilities. Even though it may not be viewed as a "talent," a dedicated long-term time commitment is crucial since, while serving as a mentor for the first time, it's imperative in performing their tasks and completing their tasks within the time frame given. A good mentor should create a positive, upbeat, and motivating atmosphere during all mentoring sessions, it is essential to assist the mentee in defining their goals. To assist the mentee and determine for which their aims must be, the mentor may need to engage in some self-reflection in this regard When compared to mentoring, coaching is regarded to be a strategy for achieving short-term performance goals (Drake, 2021).
[bookmark: _Toc2057273514][bookmark: _Int_8jpfAxNb]1.6 Compare both coaching and mentoring to two other learning initiatives.
[bookmark: _Int_2UOTWFtQ][bookmark: _Int_molhHisL][bookmark: _Int_FzR4l5ph]In contrast to mentors, who are frequently senior leaders within the firm, coaches might be hired if someone needs help with a particular skill, such as presentation skills or interpersonal communication. A professional starting point is a coaching model. The GROW model is one such framework. It stands for goal, reality, options, and way ahead. This can be helpful to a coach during discussions with managers. The briefing for the coach can cover the goals for the department's accomplishments. The coach can then have a group discussion about the problem as it is and look at potential roadblocks. The coach might then discuss tools and assets that can be leveraged to achieve the objectives. The coach must Be prepared to deal with the issue if managers refuse to use the innovative approach. The coach, as the division's leader, oversees its goals and outcomes. A leader requires to have some coaching expertise. The GROW approach is excellent for providing a framework for developing employee potential. The format enables the coaches take the initiative and will help the management discover how personally connected each employee is to the company's objectives. By boosting both motivation and self-confidence, GROW coaching sessions assist individuals reach their full potential and increase productivity. Developing effective questioning skills in a methodical manner encourages greater accountability and better awareness. This then inspires actionable steps to reach objectives. Realistic goals are necessary for the GROW Model to succeed (Li et al., 2022). 
[bookmark: _Int_mlcHN26y][bookmark: _Int_buO5YF70][bookmark: _Int_cU29P7Nz][bookmark: _Int_0J2w6CRK][bookmark: _Int_tZW6qW4a]Using the Clutterbuck coaching and mentoring model, according to David Clutterbuck, relationships go through five stages as they develop: rapport-building, goal setting, progress-making, winding down, and moving on. Mentoring involves listening with empathy, exchanging experience (often with the other person), creating a professional connection, gaining knowledge via reflection, acting as a sounding board, and encouraging. The mentee and mentor converse during the rapport-building phase of the Clutterbucks coaching and mentoring approach to determine whether they can perform well together. Rapport is influenced by a variety of factors. Elevated levels of respect and trust between the individuals, thorough understanding of the relationship's objective, perceptions of consistency and morality, particularly on a personal and professional level, and agreement on each party's expectations for roles and behaviours are among them. Setting the direction stage is the second phase. This entails establishing objectives, giving the relationship direction, and determining potential short-, medium-, and long-term goals. 
[bookmark: _Int_SUURW6GJ][bookmark: _Int_gefdSN30]At the beginning of the engagement. Effective mentors will be sensitive to the requirements of mentees and assist the mentee in focusing on developing solutions during their mentoring meetings, for example by creating a casual yet professional environment, reaching agreement on the meeting's objectives, exploring the concerns from the mentee perspective, explaining the circumstance, challenging presumptions and stimulating analysis while drawing on own experience, and boosting the mentee's confidence to fully explore the options.  The mentee will gain greater self-assurance, independence, and autonomy at this level, as well as the knowledge and abilities to take control of their own requirements. The fourth stage is referred to as "winding down." By analysing and praising what has been accomplished, the mentee and mentor together intend to finalise their working partnership. Moving on stage is the phrase of the final and fifth stage. To do this, the connection must be restructured. The mentee and mentor must stop their official mentoring relationship and transition into friendships and professional relationships (Clutterbuck, 2023). 
[bookmark: _Int_mqizEuJv][bookmark: _Int_qTUS32UM][bookmark: _Int_vlMZUFRr][bookmark: _Int_L1lu8OJM]The NHS implement the change model to their organisation to monitor the mentoring relationships. The Change Model was created in collaboration with hundreds of senior leaders, doctors, commissioners, providers, and improvement activists who wish to take part in fostering change in the health and care sectors by utilising the methodical and long-lasting strategy to raise the standard of care. The Change Model was regarded as valuable and useful by the trainees. The Model's adherence to its fundamental ideas was inconsistent; participants frequently made changes to it, particularly when using it to coordinate the work of others (NHS choices, 2022).
[bookmark: _Toc621487574]1. 7 Line manager and mentor.
[bookmark: _Int_VKDssAaE][bookmark: _Int_XISAIMnK][bookmark: _Int_5VsVIq4s][bookmark: _Int_LSqr4Zh0]The management structure of an organisation’s first tier is its line managers. They oversee managing small operational teams and making sure that daily activities are carried out properly and efficiently. Line managers are often in charge of setting up work schedules, reviewing finished projects, and ensuring that their team functions cohesively. It is a wide-ranging position since line managers in turn report to the higher-level management of an organisation. Line managers invest their efforts into achieving immediate organisational goals including efficiency, revenue, and quality service. Decisions made by a line manager are intimately related to the objectives of the organisation they are employed by. With their teams, they will concentrate on the objectives of their employer. A mentor's main concern is both professional and personal improvement. In a mentor-mentee relationship, knowledge and experience are exchanged frequently. Mentors offer instruction, inspiration, and emotional support. Advice from a mentor is far more comprehensive and long-term. Depending on the learning requirements of their mentee, various mentors within a company will concentrate on different topics. Both line managers and mentors offer some type of help for a person's development. Both are interested in helping the individual they are engaging with advancement, even though their time frames and goals differ. Both partnerships function best when there is an intense sense of trust and personal chemistry between the parties. When mentors and line managers work with an individual who must undertake a decision, rapport and trust are important. Typically, each of these links is one-on-one. Line managers and mentors will frequently speak with one another one-on-one, particularly when discussing complicated topics. Both line supervisors and mentors assist in a person's development. The history and length of the connection between a line manager and a mentor, however, differ significantly (Richerdson, 2021).


[bookmark: _Int_tzvJJ8Px][bookmark: _Toc862685090][bookmark: _Int_ApYeBDzD]1.8 Critically evaluate the role of coaching and mentoring in building resilience and dealing with change.
[bookmark: _Int_eh8i0vGo][bookmark: _Int_5WsceTyD][bookmark: _Int_dgToTVaY]At the start of the epidemic, the NHS contacted the Army to ask what assistance they could provide in terms of "leading through crisis." A mentorship or coaching programme was suggested at the time by the Army director of leadership since many Army officers have expertise running operations in emergency situations and are qualified to provide advice and support. Before being accepted into the programme, every Army coach must complete training. At the start of the epidemic, the NHS contacted the Army to ask what assistance they could provide in terms of "leading through crisis." A mentorship or coaching programme was suggested at the time by the Army director of leadership since many Army officers have expertise running operations in emergency situations and are qualified to provide advice and support (Anderson & Holmes, 2021). As the NHS works to address the care backlog following COVID-19 and the longer-term difficulties from rising demand for care, the strain is just as high for many managers. It is still difficult for an individual to handle an endless list of complicated duties that are all listed as urgent priority. The degree to which NHS management style and practise vary, not just between organisations but also within them, this was a recurring subject mostly in interviews (Anderson, 2021).
[bookmark: _Int_wlpE5SyM][bookmark: _Int_gd5lyWZ8]For instance, in several NHS trusts, a 'triumvirate' made up of a clinical lead, an operational lead, and a nursing lead oversees a group of clinical service lines. However, the triumvirate is divided up into diverse groups, even within the same trust, a complex picture starts to take shape. During the year 2020, in the middle of a global pandemic, NHS Trusts underwent extreme change, great deal of which should be celebrated as a huge accomplishment, especially given the circumstances. A report released from NHS Providers reinforces this, by declaring that: "The speed at which workforce innovations and flexibilities have been implemented in the NHS since the outbreak of Covid-19 has been both impressive and encouraging". Resilience is essential for maintaining these advancements, in addition to delivering the extended transitions required to ensure the NHS can face the challenges. Resilience refers to the ability to respond effectively to adversity, hardship, or substantial stress. Resilience is a vital survival skill that enables one to adapt to constant change and recover from adversity. Mental health and well-being are additional significant determinants of resilience. These consist of cooperating as a team and having a sense of value. However, many employees do not feel like they are a part of a team and may find it difficult to have access to the resources they need to advance their careers. Anyone who is committed to developing their area of expertise and seeking knowledge to advance their professions may find this to be particularly difficult. This frequently comes at the expense of one's physical and emotional wellbeing (NHS Leadership Academy Coaching and Mentoring Hub).
[bookmark: _Int_Irzlik5G][bookmark: _Int_QqAMsxSG]Change is a journey to an unfamiliar area for an employer and employees. Any business would consider this risky. Employees leave the status quo for the vast unknown, and instead of advancing from a current state to a desired condition, the route of change curves with emotional troughs, including apprehension and anger. Change is often perceived negatively by individuals. This emotional decline will be fuelled by a feeling of source of stress and concern about how the change would affect how a person behaves with others and oneself. Without a growth mentality, exploring new and untested territory can make individuals feel increasingly threatened (Akins, 2020).
[bookmark: _Int_yUM4cq2A][bookmark: _Int_AuZhH5Mx][bookmark: _Int_F0D1kqQc]The term "change management" is widely used in today's industries. However, depending on the type of organisation, the change, and the individuals involved, there are huge variations in how firms manage change (and how effective they are at it). And a crucial factor in this is how effectively the organization's members comprehend the transformation process. Kurt Lewin created one of the most important models for comprehending organisational change in the history. This model, which defines a three-stage process of change, is known as Unfreeze - Change - Refreeze. The first phase of Lewin's change model entails getting the organisation to recognise that change is required, which entails dismantling the current status quo before creating a new method of operation. Following the uncertainty produced in the unfreeze phase, individuals begin to resolve their doubt and explore new ways to perform tasks in the change stage. Individuals start to think and behave in a way that supports the new course of action. The organisation is prepared to refreeze once the changes have begun to take shape and employees have accepted the new working methods. A consistent organisational structure, uniform position description, and other external indicators of the refreeze include these things (Lewin's Change Management Model, 2022).













[bookmark: _Toc1263469821]Task 4: Critically evaluate your own performance in the peer coaching exercise

[bookmark: _Int_JeP3jEKo][bookmark: _Int_zRIpOuce][bookmark: _Int_UO4ELZNQ][bookmark: _Int_KVoe3HFD][bookmark: _Int_jG7i0ilQ][bookmark: _Int_IiPzcU9I][bookmark: _Int_VvzBmxlc][bookmark: _Int_MyBScouD][bookmark: _Int_jAeoMXu9]I was requested to apply the Landsberg payoff model when acting as a coach during the coaching exercise. This aided in my ability to comprehend coaching techniques. In this exercise, I asked the appropriate questions, however I should have been more specific when I questioned the possible strategies the Coache could have employed to analyse the personality tests. I conducted the coach session quickly, and the observer agreed. When asking the Coache questions, I could have been a little more at ease. However, after I was given the responsibility of being a coach, I conducted further research on the subject. My understanding of how to coach professionally has grown as a result, and I can now appropriately highlight my strengths and weaknesses. I used the instant payoff coaching technique since I lacked the knowledge necessary to conduct an in-depth coaching session and refine my Coaches skills but still wanted to help the Coache remain focused and resolve the specific issue. With the help of this well-organized framework, I was able to move from where I was to where I wanted to be and acquire the knowledge I required to proceed. In general, it helped to steer the conversation by keeping the focus on the organization's future development and generating achievements. I was able to identify the problem and give the discussion a focus because the outcome was established from the start of the session. The GROW coaching model is an easy-to-use framework that could help me in the future as I guide my coaches through the process of setting goals at the beginning of the session, determining where they are now in relation to their goals, considering their options for moving forward, and coming to a commitment to action at the end. I might use GROW model modifications to help different coaching strategies like the TGROW. I can increase my understanding of the solutions-focused coaching approach by using the OSKAR model.
















[bookmark: _Toc1565404028]PDP.
[bookmark: _Int_4D0JEVaV][bookmark: _Toc1574478702]Identify.
[bookmark: _Int_eP0vvNhs][bookmark: _Int_tHEMWLDP][bookmark: _Int_NfVtXaL8]I asked the right questions, but I delivered my answers too quickly and neglected to give her the opportunity to ask more. I should have given her detailed information on the personality test when giving advice. My skills were in asking the questions and advising her on what to do. My realistic objectives were to persuade the staff to participate in a personality test so that she could learn how to communicate more effectively. To assist her understand how to keep her vocabulary basic and her mannerisms professional, I asked her to enhance her active listening skills and seek extra cross-cultural training. This helped her establish and achieve realistic goals.
[bookmark: _Toc288734589]Plan.
[bookmark: _Int_79cV7MHO][bookmark: _Int_j0cdZt32][bookmark: _Int_kmEfMZm4][bookmark: _Int_c19heTE9][bookmark: _Int_ZE7N004E][bookmark: _Int_7zyW2qip][bookmark: _Int_TsgC1NMQ][bookmark: _Int_IIhMTTRc]In the future I will slow down my vocabulary and enhance my skills within the advice that I am giving such as personality tests and cross-cultural training. I will provide a period for myself to reach my goals. I will use other coaching models to help me with my coaching skills. when I am in conversation with my employee, i will do less of the talking. the Things i will keep in mind is to avoid multi-tasking, show engaged body language, eye contact, nodding my head, and smiling,  i will try to see it from their perspective, and clear my own objectives and give my employee full freedom to drive the conversation.
[bookmark: _Toc1272383025]Action.
[bookmark: _Int_2E7YwXYs][bookmark: _Int_fOUiafBv][bookmark: _Int_mbUiJqeh][bookmark: _Int_yOeWP0I6][bookmark: _Int_lOEGVh6U][bookmark: _Int_1ExXNDQN][bookmark: _Int_fQhprz1V][bookmark: _Int_EfxidD5T][bookmark: _Int_3AfvJxsi][bookmark: _Int_UaG2fyhC][bookmark: _Int_LOk5lGju]I will Build regular informal conversations into my coaching strategy on the feedback I have provided that is focused on getting someone to improve something. I will follow up on any of the new skills I have required to the employee, and I will enhance my own skills within the skills I have asked them to enhance in. Asking the employee about their interests outside of work and looking for areas where the two of us may agree on something will help me ensure that we establish a relationship of trust between us. i will set myself a deadline and give myself a clear timeframe for each of my goals, i will set smaller goals to avoid any distraction. I will give myself fifteen minutes per day to enhance my skills within my chosen subject, I will ensure that I am consistent.
[bookmark: _Toc318520762]Record.
[bookmark: _Int_MquZaQoq][bookmark: _Int_Ry8hbO8C][bookmark: _Int_02kxwxUR][bookmark: _Int_LnhyLB8J][bookmark: _Int_dbKRtNDb]I will record my successes and my skills keeping in mind what my new skills are and what I have achieved through the coaching and mentoring module. While identifying my strengths and weaknesses throughout.
Review.
[bookmark: _Int_5h8z7yRq][bookmark: _Int_Sei6pEq4][bookmark: _Int_JA6FaQfX]I will ensure I take at least one day a week to review my skills and enhance any of them that I need to enhance. I will Block off a bit of time for my practice each day. This may just be reading a book on personal development or doing an online course at home. i could listen to an audiobook during my commute to work university.



[bookmark: _Toc912588030]Conclusion. 
[bookmark: _Int_JOYm11lL][bookmark: _Int_19GsNa6a][bookmark: _Int_OtkiYS8J][bookmark: _Int_xBpiHi0l][bookmark: _Int_kMhQ9WEx][bookmark: _Int_aeiBqEeW][bookmark: _Int_LvMgRbOx]The conclusion of this report is that the coaching and mentoring models work are excellent ways to help employees develop new abilities or improve existing ones while boosting their confidence. A competent mentor will leave the individual with clarity and personal growth, while a coach will help the employee acquire business abilities. Coaching models give the coach the ability to discuss the subject or problem with the learner in a logical, understandable, and progressive manner. It also offers a foundation for employing coaching methods with the learner. By introducing the learner to a language that is comfortable, secure, and understandable, using a model also benefits the employee. Successful coaches listen and encourage. They establish solid, trustworthy relationships with their staff by getting to know them well and communicating effectively. Coaches must be willing to collaborate with their trainees. The GROW model guides the client through identifying goals at the beginning of the session, assessing where they are currently regarding those goals, looking at possibilities for going forward, and concluding with a commitment to follow through on their action plan. The instant pay off model is excellent for inexperienced individuals with limited coaching knowledge because it simplifies the process and aids in their knowledge acquisition. An organised method of bringing about change in a company is called change management. It acknowledges that although change can be a complicated process that affects both employers and employees, when handled properly, it can be beneficial for the organisation. Resilience is the capacity to bounce back from challenging situations and setbacks, as well as the capacity to adapt and move on. The knowledge and abilities that a person acquires as they mature are what give them resilience. When faced with a challenge, a resilient individual can swiftly adapt and adjust without allowing the changes derail them. A resilient person overcomes the initial difficulty and quickly starts to understand that there will be more pleasure and satisfaction in the future. Overall, these models clearly assist a company within their grown and profitability. 






























[bookmark: _Int_V73kTODc][bookmark: _Toc910325864]References. 
Akins, N. (2020) 5 keys to building change resilience for you and your team, Training Industry. Available at: https://trainingindustry.com/magazine/jan-feb-2020/5-keys-to-building-change-resilience-for-you-and-your-team/ (Accessed: December 15, 2022).
Anderson, B.S. and Holmes, S. (2021) Mentoring through crisis: Army and NHS mentoring scheme, NHS Confederation. Available at: https://www.nhsconfed.org/articles/mentoring-through-crisis-army-and-nhs-mentoring-scheme (Accessed: December 15, 2022).
Clutterbuck, D. (2023) Coaching and mentoring: A journey through the models, theories, frameworks and narratives of David Clutterbuck. Abingdon, Oxon: Routledge.
Definition of coaching in 2022. who is the coach and how he works nowadays (no date) iMentoring. Available at: https://mentoringgroup.com/what-is-coaching.html (Accessed: December 12, 2022).
Drake, K. (2021) “Coaching vs. mentoring,” Nursing Management, 52(8), pp. 56–56.
Gasper, M. (2020) “Three key stages in mentoring and coaching,” Mentoring and Coaching in Early Childhood Education [Preprint].
Hauer, K.E. et al. (2022) “‘It’s All About the Trust And Building A Foundation:’ Evaluation of a Longitudinal Medical Student Coaching Program,” Teaching and Learning in Medicine An International Journal [Preprint]. Taylor & Francis online. Available at: https://www.tandfonline.com (Accessed: December 7, 2022). 
Hayden, D. (2022) Coaching and mentoring: Factsheets, CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/people/development/coaching-mentoring-factsheet#gref (Accessed: December 11, 2022).
Lewin's Change Management Model (no date) MindTools. the Mind Tools Content Team. Available at: https://www.mindtools.com/ajm9l1e/lewins-change-management-model (Accessed: December 15, 2022).
Mentoring and coaching CEOS (2021) Clutterbuck Coaching and Mentoring International. Available at: https://clutterbuck-cmi.com/blogs/mentoring-and-coaching-ceos/ (Accessed: December 15, 2022).
Li, X., Yuan, C. and Ganchev, I. (2022) Proceedings of the 2022 International Conference on Business and Policy Studies. Singapore: Springer.
Miller, V. (2022) Coaching vs mentoring, CPD Online College. Available at: https://cpdonline.co.uk/knowledge-base/business/coaching-vs-mentoring/ (Accessed: December 11, 2022).
NHS Leadership Academy Coaching and Mentoring Hub (no date) NHS choices. NHS Ledership Academy. Available at: https://coachingandmentoringhub.nhs.uk/ (Accessed: December 15, 2022).
NHS (2022) NHS choices. NHS. Available at: https://www.england.nhs.uk/sustainableimprovement/change-model/ (Accessed: December 14, 2022).
[bookmark: _Int_HfWP2ByJ]Richerdson, B. (2021) Line managers vs mentors: What is the difference? why does it matter?, Development Academy. Available at: https://development-academy.co.uk/news-tips/line-managers-vs-mentors/ (Accessed: December 14, 2022).
Rolfe, A.P. (2022) Mentoring Mindset, Skills, and Tools 10th Anniversary Edition. Everything You Need to Know and Do to Make Mentoring Work. 10th edn. Mentoring Works.
The tangible and intangible benefits of coaching (2022) 20. Available at: https://20 rock.com/exploring-the-real-impact-and-benefits-of-coaching (Accessed: December 13, 2022).
.






