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The core audience for this report is comprised of professors and undergraduate students who are studying management development. However, many of the points that are made will also be of interest to coaches who are currently working or will work in the future, as well as students who are studying business management. The goal of this research is to provide a better understanding of the fundamental differences that exist between mentoring and coaching, as well as the definitions that connect each of these two concepts. 
The purpose of this report is to look deeper into the tangible and intangible benefits that come with coaching and mentoring the line manager. Models of coaching such as GROW, OSCAR, and Instant Payoff are commonly used. In this article, we will discuss the abilities that are required to succeed as a multifunctional line manager who also serves as a coach.  The function of advantages as well as disadvantages of being in the same body of work. Adaptability and change in the workplace, as well as how coaching and mentoring can assist with transitions.  Answering what is the driving force behind changes in the workplace.  
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Mentoring and coaching are frequently used alternatively, but, some many differences and parallels should be considered by everyone. The prevailing opinion states that mentoring and coaching are two separate types of helping interactions best suited to various types of people and different types of situations (Clutterbuck, 2008). One may make the case that acknowledging the complex connection between mentoring and coaching is far more beneficial than attempting to separate the two. Some authors (Cheloha, 2012; Brown, 2018) say that there is some ambiguity between mentoring and coaching, which raises questions about how the two function differently in a business setting. Coaching, instead of mentoring, is commonly used to describe programs whose purpose is to help individuals achieve specific goals, such as becoming more comfortable with a new work culture or acquiring new skills. As part of the mentoring process, long-term objectives are typically defined. Career advancement, from the first job hunt through the pursuit of promotions or tenure, is an example of a long-term objective. Coaching, on the other hand, is typically considered to have a set duration and is goal-oriented, problem-solving, or performance-driven.
Theorist (Erkutlu, 2012) posits that there is a prevailing assumption that the presence of efficient teams contributes to the achievement of organizational success. This increases the accountability of managers and poses a personal obstacle for them to attain the intended outcomes by implementing coaching and mentoring techniques such as GROW, OSCAR, or Instant Payoff to succeed. According to (Beattie et al., 2014) and (Ellinger, 2013), front-line managers must coach their employees both individually and as a team, while also ensuring their participation (Lin, 2015). Furthermore, they are responsible for reaching consensus on team decisions and promoting ongoing proactivity.
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Coaching- coaching goals are to optimize performance and progress in the workplace. It is goal- and skill-oriented, but it can also influence intangibles like self-assurance and social interaction. It gives participants a chance to reflect on their strengths and areas for growth. It requires expertise, so only those with adequate education ought to undertake it. Individuals such as managers with coaching or training backgrounds can fit into this category. According to several scholars, coaching was typically associated with preexisting work settings; for example, one respondent said, "Coaching comes from managers," while another stated, "Coaching is a lot more of a supervisory role." For example:  assisting recruits in honing transferable abilities including communication and technical know-how is the coach's primary responsibility. As a result, the business benefits from training programs that enhance talent and give them a competitive edge. Or, if an employee's actions are interfering with their job or the work of others, they may need coaching to change the way they act. An employee who repeatedly misses deadlines and causes projects to fall behind schedule is a good illustration of how a coach may help enhance productivity by teaching efficient ways to manage time.
Coaching models that can be used:
· The GROW model, created by Sir John Whitmore in 1992, is among the most popular and extensively utilized models. This model on a series of questions that can be utilized to organize and direct the tutorial session in a beneficial direction (Consult, 2023).
· The OSCAR model, developed by  Andrew Gilbert and Karen Whittleworth, in 2002.  Outcome, Situation. Choices, Action, and Review make up OSCAR. To better assist others in reaching their objectives or enhancing their performance, it allows to offer a framework for a coaching conversation. Following the OSCAR Coaching method because it has the potential to influence clients' self- and other perceptions, coaching is an effective instrument A useful feedback loop connecting potential, action, results, and belief is the Belief Cycle. According to the rules of the loop, one's output is proportional to the effort put in (Gilbert & Whittleworth, 2009).
Mentoring-  a typical mentoring relationship in the office when a more experienced coworker helps a less experienced worker improve by sharing what they've learned. Qualities related to coaching, such as questioning, listening, clarifying, and reframing, are required. Professionals and professional growth were intimately associated with mentoring because of the assistance it provided for development. It is anticipated to span an extensive duration. While (Stokes et al., 2020) say that "Friendship" is one of the psychosocial functions that typically links mentorship to performance concerns, career functions are more likely to do the opposite. It mostly refers to the emotional aspect of mentoring, in which two people form a bond without anticipating immediate rewards.
Coaching and mentoring differences and similarities- similarities are that individuals improve their knowledge, abilities, and performance on the job through mentoring and coaching, two forms of development that focus on one-on-one talks. The coach has often been depicted as an expert in the procedure rather than a specialist in the matter, and the focus of coaching has often been on the short term. Mentoring, on the other hand, takes a more long-term, integrated view, and the mentor often has first-hand knowledge of the mentee's environment (Stokes et al., 2020).
[bookmark: _Toc152886289]Tangible and Intangible benefits of coaching and mentoring 
Tangible and intangible benefits of coaching and mentoring to the employee- an intangible benefit, according to some workers, might be an indication of interest from their employer through an employer-funded coaching program. Workers can accommodate and be amenable to potential career changes. This is valid regardless of age, gender, or location. A number of workers have stated that coaching can aid in the identification of counterproductive behaviors, the formulation of viable alternatives, and subsequent implementation of what works to try to establish more productive routines and get more tangible benefits from coaching (Hare, 2023). Intangible benefits
Intangible:
· Coaching and mentoring boost self-confidence and self-efficacy by guiding and affirming abilities.
· Coaching and mentoring can boost employee engagement.
· Coaches and mentees often feel fulfilled by helping one other succeed.
· Creative Thinking: Coaching increases creative thinking and ideation, which boosts organizational innovation.
Tangible:
· Leadership Development: Mentoring programs identify and train future leaders for succession planning.
· Coaching clarifies and streamlines team and organization communication.
· Coaching helps individuals and organizations set and achieve definable goals.
· Coaching helps people adjust and build resilience in changing workplaces.
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[bookmark: _Toc152886291]Multifunctioning role. Assessment of skills and behaviors needed as a coach/manager 

As line managers who coach, the coachees are individuals who possess varied emotional states and distinct motivations that propel them toward their objectives and aspirations. Coaches who are leaders must possess the ability to recognize these demands and choose the most effective strategy.
A coach often relies on their personal experience and senses when making decisions.  Coaches who are also line managers often overlook the importance of considering their level of directiveness in their coaching approach. Do they facilitate the coachee in generating their answers or do they propose outcomes based on their ideas? Both ways have their advantages and the decision on which approach to choose may be influenced by one's natural communication style.
Choosing the correct push or pull system for line managers who are coaches is very important: (Thomson, 2009) in his book, he suggested that the primary distinction between the two systems is in the extent of force and attraction employed by the coach. The concept of push and pull is a well-established principle in the business world. It refers to the process of sharing information, where it is either actively distributed to those who need it (pushed) or actively sought out by those who feel a need for it (pulled down).
In the context of coaching, the "push"  part implies the coach taking charge of fixing someone's problems by giving directions (as line managers might often do), advising, providing feedback, and delivering assistance. This coaching approach can be quite beneficial when working with a novice client who may struggle to recognize a solution or with a coachee who lacks self-awareness to some extent. (Braddell, 2021) believes that this method could interfere with the recipients' learning as it discourages failures and provides unambiguous solutions to inquiries.
The pull aspect, on the other hand, involves the coach assuming the role of an advisor. They adopt a more passive approach during sessions, employing techniques such as analyzing, interpreting, and effective questioning to enhance the coachee's comprehension and increase their self-awareness. Ultimately, this approach empowers the client to discover alternatives to their challenges. The approach requires active listening and efficient questioning techniques as essential traits for managers.
As previously said, coaches as line managers may not always prioritize determining the level of guidance to provide during a coaching session, especially if their work objectives rely on the coachee’s progress.
There are a few very important skills that are needed as a manager to be able to coach (Miles, 2022):
· Skills in inclusive leadership. A successful manager generates a profound sense of belonging among all employees. Growing self-awareness can be beneficial in recognizing and addressing one's hidden and subconscious prejudices.  Cultivating a feeling of inclusion in the professional environment is not only beneficial for your workforce. It is a crucial necessity for the business.
· Effective coaching skills need proficient communication. Mastery of this ability is fundamental to establishing a strong foundation for a fruitful coaching partnership. Without it, individuals being coached lack clear guidance. They could potentially forego opportunities to implement necessary behavioral modifications.
· Emotional intelligence refers to the capacity for understanding and interpreting emotions.
· An essential coaching skill that facilitates enduring behavioral transformation is the mastery of providing feedback. Providing feedback is a challenging endeavour. Miscommunication can lead to discomfort and potential harm to relationships if the language used is incorrect and misinterpreted.
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As organizations aim to achieve success and productivity in a competitive market recognizing that work engagement is vital for this (Lin, 2015). This places additional demands on managers and the teams they monitor. Due to the increasing demands of the work environment, businesses are prioritizing managerial positions to achieve strategic goals. They are also providing training to managers in coaching abilities to effectively meet this need. Organizations are increasingly relying on teams that collaborate both internally and externally (Edmondson, 2012). (Fairhurst and Connaughton, 2014) observed that teams are becoming more intricate and unpredictable due to the constant presence of change. In a similar vein, (Norreklit, 2011) noted that managers must exercise caution to avoid inhibiting their workers
[bookmark: _Toc152886293]Task 3
[bookmark: _Toc152886294]Resilience and Change management 
Resilience- implies the willingness of an individual, institution, or organisation to efficiently adjust, bounce back, and flourish when confronted with difficulties, obstacles, or adversity. Resilience refers to the ability to endure and recover from hardship, adversity, or challenging situations.
Change management- is the systematic and deliberate technique that organizations use to move from their current condition to what they want to be in the future. It encompasses the strategic management of modifications to processes, structures, systems, or organisational culture, including planning, execution, and ongoing evaluation.
Coaching and mentoring serve as vital for developing resilience and managing change in both individuals and organizations. Building resilience will build the capacity to recover from difficulties, acquire knowledge from obstacles, and adjust constructively to alterations. The manager's capacity to exert change over the team's dynamics by harnessing their interpersonal connections with team members. (Lawrence, 2015) supports these observations by stating that managers can achieve long-term sustained change at an organisational level by fostering proactive performance behavior.

[bookmark: _Toc152886295]Drivers of the change in the workplace
Several years ago, the world appeared significantly distinct. The easing of Covid limitations was followed by a feeling of careful confidence. Despite the current appearance of a brighter and more relaxed world, there are still ongoing changes and developing expectations for the future of the workplace.  The primary drivers for workplace transformation revolve around the principles of sustainability, diversity, and social change.  To provide further clarity. The initial release of the UK 2021 census revealed that a combination of declining birth rates and longer lifespans is leading to a population that is growing older (Silkin, 2022).


A few main drivers of the change (see appendices 1):
· Technology
· Social trends
· Demographics
· Globalisation
· Social trends
· Sustainability
· Diversity

The presence of diversity, particularly in senior and managerial positions, is currently evident and will persist in the future.
Continued efforts to enhance female diversity on the boards of major corporations.   The ongoing demand for employers to address and prevent sexual harassment in the workplace persists, driven by many stakeholders such as consumers, investors, staff, and potential employees. Over the past year, there have been alarming disclosures that have brought more focus to the extent of harassment experienced by women in professional environments. As an illustration, the Scottish Trades Union Congress stated that: The prevalence of sexual harassment in the workplace is 45% across women.


[bookmark: _Toc152886296]Task 4
To carry out this exercise reflection, I used Kolb's Reflective Cycle as a framework from 4 stages (Linkedin, 2023):
1. Active Experimentation: I had to diligently prepare and acquire the necessary skills to serve as a coach for the "Coaching and Mentoring" module. This prompted me to contemplate my ability to serve as a coach, as I frequently encounter impediments for which I struggle to find a solution.

2. Reflective Observation: Employing the Instant Payoff Model developed by Landsberg has instructed me in the art of guiding and redirecting the dialogue with a coachee, enabling them to independently arrive at a solution and conclusion. This training has instilled in me the assurance to inquire pertinent queries at the appropriate moments. In my exercise response, Mr. Brynach highlighted that I effectively utilized pauses, sought permission before speaking, and employed open-ended, probing, and closed-ended questions. Guidance for the coachee in case they are unable to generate their thoughts.


3. Abstract Conceptualism: Now that I know what questions to ask while using the Instant Payoff coaching model, I can concentrate on this reflection's meaning and affirm that the feedback has helped me understand what was lacking in the coaching exercise and how to prepare for the next time far more effectively. According to the feedback, further context on the issue at hand would have been helpful; going forward, I will make sure to gather this information thoroughly. It was also said that I was rushing. I will be making sure to give more time to myself and my coachee to take our time and provide each other plenty of time to respond. Additionally, for the coaching to be more applicable, I will endeavor to inquire more precisely about the subject and the intended result.   


4. Active Experimentation: By utilizing the Instant Payoff coaching technique, I successfully facilitated the rapid enhancement of the coachee's skills at the precise moment when it was most crucial, enabling him to effectively achieve and excel in the present tasks- I will continue to use Instant Payoff model by Landsberg to practice coaching exercises personally at work. Using SMART objectives (Eby, 2019):

Specific: I will engage in the application of this model during my work hours, simultaneously providing guidance and instruction to my team members.
. 
Measurable: I will monitor the results of coaching activities and follow up with coachees to see how these exercises have contributed to achieving desired outcomes during our future meetings.

Achievable: I have engaged in numerous dialogues where I assumed the role of guiding an individual toward a specific intended goal.

Relevant: As a Team Leader, I frequently engage in conversations with associates that can be transformed into coaching sessions, as my team members often seek guidance in various situations.

Time Bound: I will do a weekly evaluation of this practice due to the large staff size in the department, which results in numerous weekly talks. I will assess my coaching activities by February 2024 to assess the extent of improvement achieved after implementing the Instant Payoff concept by Landsberg.
Using the Instant Payoff Model was helpful and taught me a very effective way to approach coachees and outcomes to the problems they have. The coaching activity using the Instant Payoff method demonstrated the efficacy of meticulously formulated inquiries. I have discovered that posing open-ended and thought-provoking inquiries not only stimulates profound contemplation in the individual being coached but also steers the dialogue toward significant revelations. PDP was carried out to reflect on this activity and a new skill that has a lot of potential to be utilized (see Appendix 2). 
	
Mentors, in their professional capacity, assist mentees in broadening their understanding of the industry and discovering their unique path, rather than simply guiding them down a predetermined trajectory. Mentees place their trust in mentors to offer reliable information, while mentors rely on mentees to attentively listen, inquire, and then exercise their judgment. A multitude of participants characterized mentoring by employing terms such as intimacy, honesty, trust, and dedication (Griffiths, 2016). 
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The findings demonstrated that the qualities of the work-based manager themselves are crucial in handling team challenges and changes. The use of a coaching style emphasizes the skills and traits that the manager needs to effectively address team challenges, necessitating a specific coaching mindset. The initial step involves the manager acquiring a comprehensive knowledge of all the particulars before intervening, employing the conventional skills and abilities of a competent coach. 
Businesses are placing a greater significance on managerial roles to accomplish corporate objectives and ensure victory in a competitive market. They acknowledge that work interaction is crucial for achieving these goals. Implementing coaching and mentoring approaches raises managers' accountability and presents a personal challenge for them to achieve desired results. To succeed, front-line managers must provide coaching to their employees both individually and collectively, while also assuring their active interaction.
To excel in the job market, managers must possess a set of essential talents that they can confidently apply in their roles.  Coaching and mentoring are highly beneficial qualities for a line manager, as they contribute to the growth and advancement of individuals in both their personal and professional capacities within the team.
In conclusion, coaching exercises contributed to my ability to coach and helped me grow personally. It requires constant self-reflection, adaptability, and learning from every coaching interaction. Positive and effective coaching relationships need coaches to adapt and refine their approach.
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Appendices 1:
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Appendices 2: Personal Development Plan

	What do I want to learn?
	What do I have to do?
	What resources will I need? 
	How will I measure the success? 
	Targeted date for review

	How to use the Instant Payoff model in the workplace
	I will remember to give myself more time when I am having conversations with coworkers at my place of employment, and I should also remember to keep the queries open-ended.
	There will be more time for mentoring conversations with various associates. To assist me with my day-to-day responsibilities while I am gaining knowledge, I will require additional assistance from the second team leader in my department.
	In the course of the coaching exercises, I will be taking notes and recording the results after each session
	February 2024

	Self-awareness 
	As part of my ongoing professional development, I will be actively seeking feedback from coachees and, if at all possible, from peers or mentors themselves. The ability to gain significant insights for progress can be gained by obtaining an awareness of how my teaching style is perceived.
	Coachees, and my mentors,  more experienced team leaders/ managers at my workplace
	When I start receiving positive feedback and feel more confident 
	February 2024

	Refinement of Questioning Techniques
	Even though my skill for questioning has improved, there is always room for improvement. A continual process of improvement involves experimenting with various types of questions and questioning methods and determining the influence that these questions have on the mental process of the coachee under consideration.
	In addition to researching other researchers relating to the GROW and OSCAR techniques, I will also be looking, for examples, for questions to practice with. Internet, books, articles, and journals
	When I feel confident and will not be needing any guidance 
	February 2024
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