Mentoring and coaching are all parts of educational training to develop people in their professions. Comparing coaching and mentoring can be difficult, as they have a lot in common but also have distinctive features that are all their own. There are several similarities and differences in the main issues involved in mentoring and coaching and they are related to self-development professional growth and career development of the mentee/coaches.
However, coaching and mentoring also have aspects that are much the same as proposed by Parsloe and Leedham.
· -both involve meaningful dialogue aimed at unlocking the mentee’s potential and raising their performance.
· -both require effective supervision and management alongside useful and appropriate processes to have the most positive impact on the employees.
· -both requires the provider to have good interpersonal skills, and a good working knowledge of organizations and the principle of learning.
· -both require clear and understood ground rules, agreements, and protocols.
· -both use the provider’s questioning, listening, and feedback skills.




Differences between mentoring and coaching

· The first difference is that mentoring is non-evaluative, while coaching is based on measuring performance change, whether through company performance reviews or coaching tests.
· Mentoring relationships are long-term because they focus more holistically on their career development.
· Mentoring is driven by the mentee; coaching is the opposite.
· In mentoring, a mentee has specific needs and needs to discuss challenges that are not necessarily tied to company-wide, top-down performance initiatives. Mentoring also carries the benefit of building your network by meeting multiple mentors and making new connections. Mentoring in this way is particularly helpful when onboarding new employees.
· In coaching, a specific skill gap has been identified by the organization, and one or more coaches are selected to provide a generalized program to make improvements. Content is reused and generalized, and a coach wouldn’t typically be a networking opportunity for a coachee.
· Mentoring is for holistic development; coaching is for measurable skill improvement.
· Coaching and mentoring can help people advance in their careers by teaching them new skills while strengthening the skills they already have.
· It can also provide encouragement and help individuals gain confidence in their abilities and become more successful in their chosen fields.

Training and counseling -learning interventions
As coaches the goal is not to provide advice but rather to facilitate a transformative process that helps our coaches to find their own answers. Coaching interventions are the specific tools or techniques that are used to facilitate this transformative process.
They are designed to encourage reflection, increase self-awareness, and help explore new perspectives by challenging assumptions in order to achieve personal and professional growth.
Counseling is like mentoring but is a more structured program of support focused on specific development goals.
The benefits of counselling in an organization may be:
· improved communication and interpersonal skills
· increased confidence and decision-making skills
· ability to manage stress effectively.
· improved problem-solving and conflict resolution abilities.
· greater sense of self and purpose
Training
The focus of training is on sharing information and knowledge that helps an individual or group to perform an activity more effectively. Whereas coaching is a client-led process, training tends to have a fixed program or agenda with well-defined learning objectives. It is usually delivered over a relatively short period of time. Responsibility for the transfer of learning begins with the trainer, who is expected to design and deliver effective training. This responsibility later becomes shared with the learner as they are expected to engage in the training process.
Training, much like mentoring, is a hierarchical relationship of knowledge. There is a very strong focus on the trainer as a subject matter expert. Whereas mentoring takes place almost exclusively on a 1-1 basis, which naturally leads to a more collaborative, transformative relationship, the trainer-trainee relationship tends to be a little more formal.
Benefits of coaching and mentoring
Offering coaching to your people shows your investment in their development. It’s a great way to up-skill your workforce and address the underlying issues that hold people back at work. As well as confidence, coaching can benefit mental health too.
On top of this, 86% of companies report that they recouped their investment in coaching and more. Coaching can benefit talent retention, employee engagement and productivity. It also provides an attractive workplace benefit for any organization.
By hiring coaches from outside your organization, or training individuals internally, you can provide targeted support to develop your people.
Further benefits of coaching for your organization include:
· Identify high-potential employees.
· Improve individual performance.
· Create targeted learning and development.
· Improve retention, engagement, and productivity.
· Benefit mental health and job satisfaction.
Coaching is the kind of benefit your employees are asking for. By providing them with 1:1 support from a trained coach, you’re investing in your talent and helping them to grow. This has lasting impacts on employee engagement, satisfaction, and retention, as well as your bottom line.
Coaching ROI (return on investment) is a methodology of first investing in strengths and helping people feel good about getting better. The coaching ROI is the system of building positive workplace cultures outside of the tactical or traditional performance-driven coaching methods. In addition, it is about measuring motivation levels, inspiration levels and teamwork levels.
Research indicates that coaching does not only positively impact the individual as outlined above, but it is also positive for the people around the individual being coached (O’Connor & Cavanagh, 2013). This makes intuitive sense as individuals who have heightened self-awareness and work on improving their behaviors would be better team players. And there is in fact also research that shows the positive dissemination of coaching: O’Connor and Cavanagh (2013) have found that close colleagues of individuals who are being coached have seen an increase in their wellbeing. They have termed this the coaching “ripple effect”: the positive outcomes of coaching ripple beyond the coached individual.
Most mentees report positive benefits, and a Wall Street Journal article outlined that 70% of Fortune 500 companies have formal mentorship programs in place. Having a culture of mentorship is one of the best ways to ensure that knowledge is shared, and employees are empowered.

Necessary skills and behaviors a line manager should have as coach/mentor.

Line managers are increasingly expected to coach staff and can have a powerful influence on their teams and the organization when they adopt a coaching style of management.
As a way of managing people, coaching differs from the traditional corporate ‘command and control’ approach in the following ways:
· Collaborating instead of controlling
· Delegating more responsibility
· Talking less, listening more
· Giving fewer orders, asking more questions
· Giving specific feedback instead of making judgements


In his book Coaching for Performance John Whitmore demands the highest qualities of that Manager: empathy, integrity, and detachment, as well as a willingness, in most cases, to adopt a fundamentally different approach to his staff: he may even have to cope with initial resistance from some of his staff, suspicious of the motives or perhaps having got used to a “dependency” authoritarian style.
The skills and qualities of managers are like those of coaches and mentors. In many cases, managers do act as coaches or mentors for members of their team. They guide them through day-to-day activities and help them improve their performance or develop their careers. They might also highlight individuals’ strengths, help them reflect on their practice, and help to empower them in their roles.
Studies show that to be a good coach and mentor managers should have:


· Active listening to build a relationship.

Coaches and mentors need to listen actively to understand the coachee or mentee’s perspective, beliefs, and values, as well as barriers they face, and what they want to achieve.
· Empathy and understanding using different levels of listening. 
It’s important for coaches and mentors to be able to sense (or intuit) an individual’s state of mind, or in other words to ‘put themselves in that person’s shoes.
· Questioning
Effective questioning allows you to elicit someone’s thoughts and opinions, focus their attention on coming up with a new idea or solution, and empower them to feel that they are an agent of change.
· Communication
It is vital for coaches and mentors to be effective communicators so that they can discuss the individual’s personal thoughts, feelings, or issues sensitively, and can convey intended meanings rather than being ambiguous or coming across them in the wrong way.
· Giving feedback
You will need to be able to give your coaches or mentee feedback that is clear, specific, and honest, but also not judgmental nor overly negative.
· Goal setting
This is particularly key for coaches, who need to be able to help the coaches articulate clear, well-defined, and motivating goals (SMART goals – those that are Specific, Measurable, Achievable, Relevant, and Time-based), and then discuss how the coaches’ actions are helping or hindering them in reaching those goals.
· Enthusiasm and intuition
Enthusiasm is a discipline – you need intention and effort to maintain it, but it pays off in the long run. Being enthusiastic helps you to build relationships with individuals, making them more likely to trust you, and thus helping to get the best out of them. 

The role of coaching and mentoring in building resilience and dealing with change

Resilience is the ability to bounce back from challenges, setbacks, and stress.
A coach or mentor can help you discover and leverage your strengths, which are the sources of your confidence, motivation, and performance. By focusing on what you do well and how you can use it to overcome obstacles, you can develop a positive and realistic self-image. A coach or mentor can also help you recognize and celebrate your achievements, which can reinforce your sense of competence and resilience.
A coach or mentor can connect you with other people who can support you, inspire you, and challenge you. By expanding your network, you can access more resources, perspectives, and opportunities that can boost your resilience. A coach or mentor can also help you cultivate and maintain positive and trusting relationships with others, which can enhance your social support and emotional well-being.
Building resilience with your coach or mentor can help you become a more effective and adaptable leader. By working together, you can discover and develop your potential, overcome your challenges, and achieve your goals.
A mentoring program is an effective investment to deal with the practical challenges encountered during times of transition. Providing flexible and personalized guidance and support in dealing with change, offers powerful tools in supporting your employees through the stages of transition.
In conclusion, resilience is a skill that can be developed through coaching. Business coaching helps you become more adaptable and flexible in the face of unexpected changes, increase your emotional intelligence, and develop a mindset that allows you to bounce back from difficult situations. By learning these skills, you'll be able to build a resilient business culture within your organization while also improving your personal well-being.


For example, during and after pandemic, IBM was helping to close the global skills gap through IBM Skills Build, which as of February 2021, has helped 1.72 million students and job seekers globally to complete 4 million learning hours in cybersecurity, data analysis, and other technical disciplines. Through IBM’s Global University Programs, IBM is providing technology, supporting research, and creating assets to advance relevant skills for today’s workforce to more than 900,000 students across 10,000 universities. The company is also providing students with mentoring and paid work experience through the P-TECH program. 




Reflective cycle and the coaching models
Coaching models are frameworks to help leaders provide in-depth support and growth opportunities for their teams. Each model has different ways of providing instruction along with unique pros and cons that make each one good for specific situations. Picking out the right one for your team can mean the difference between growth and stagnation. 
The GROW model is one of the most popular executive coaching approaches used by the best coaches in the industry. 
G: Goal (choose a goal or required outcome for the coaching session)
R: Reality (explore where they are around the topic/goal, what's going on for them, what's getting in the way)
O: Options (explore ideas and brainstorm what they could do to move forwards)
W: Will Do (identify the actions they will do to move forwards)
The OSCAR coaching model is a solution focused coaching model rather than focusing solely on the problem. This requires the coach to ask open-ended questions. The objective of these questions is to focus the coachees attention away from the problems and towards the desired outcomes.
Instead of discussing issues and their causes, the coaching session explores:
· The desired goals and end state.
· Behaviors that have led to success in the past.
· Potential solutions and the resources available.



In my practice exercise I used GROW model. First, we set up our goal to find the best solution of the problem we been trying to solve then we had the reality of the situation, the point and the level of negotiation we reach with the client and the real connection with the company. After that we need to help the client explore different routes while providing tools and resources to help them reach their goals.
The final step was where success could be measured. We created a relationship with the client, we use emails, visits to showroom and promotions to make sure the client will buy our products, practically we took the initial goal and put it in the previous steps into action, leading to the client’s desired outcome.
Now if I could change, I would use the OSCAR model because while the model is designed to be linear, it doesn’t have to be. I could jump back to a section where needed. The most important part was that I, the coach, should not offer too much input. Instead, my job should be asking open-ended and probing questions to have the person being coached think more for themselves. With my GROW model I give too much indication, and I did not let my coachee think and use her skills to give solutions to her problem.
On the other way I have been trying to use correct the Landsberg model of coaching but after my research for this assignment I realized I did not used exactly in the right way
1. I did ask my coachee to describe the current situation/problem/issue, but I didn’t ask the right questions so she could reflect on them to set up her goals including the solving of her problem.

1. I should be asking mode questions to describe the desired outcome – how things would be if had resolved the issue, to find out more of her plans and how she could think at solutions. Instead, I tried to solve the problem and I didn’t put her to write down any ideas.

1. With the coachee, I didn’t list the obstacles/blocks that lie between phase 1 and 2.  
Those obstacles need to be put in 3 categories. 
· Obstacles that exist in the coachee (lack of skill, knowledge, low motivation, attitude)
· Obstacles that exist in others (no shared planning from colleagues)
· Obstacles in the situation (inadequate resources, PPA time shifts)












