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[bookmark: _Toc67580092]Executive summary
Organisations are operating in a dynamic business environment due to the complex and uncertain changes that are constantly taking place. The idea of this report is to explore the differences between coaching and mentoring while exploring their scope in the organisational context. Further, the report will provide an evaluation of how a line manager can use coaching and mentorship in their line of work for organisational success. Coaching and mentoring are differentiated in how they are applied and their main focus. While coaching focuses on specific organisational objectives and is short term, mentoring is about professional development for the long time. Both are, however, essential for the success of an organisation, from management by a line manager to change direction.












[bookmark: _Toc67580093]Introduction
Organisations are operating in a dynamic business environment due to the complex and uncertain changes that are constantly taking place (Rosha and Lace 2016, p.2). The changes affect organisations in different aspects and trigger the need to adapt to the changes. Organisations respond to changes in different ways, such as changing organisational culture or adopting new technologies to remain effective and relevant (Garvey, Garvey, Stokes and Megginson, 2017, p.32). For all organisations coping with these changes in the business environment requires developing new knowledge and skills. This helps the organisation to use integrated thinking in solving modern business problems. Coaching and mentorship are effective approaches to organisational change as they help the employees to have the needed skills to adapt to the change. The main aim of this report is to explore the differences between coaching and mentoring while exploring their scope in the organisational context. Further, the report will provide an evaluation of how a line manager can use coaching and mentoring in their line of work for organisational success. I will also reflect on my peer coaching experience which will highlight my strengths and weaknesses as a coach and mentor. 
Coaching and mentorship are becoming more popular in organisations as means of performance improvement, skill development, leadership development and career management (David 2016, p.23). Coaching and mentoring have a positive effect on organsational development as it helps in better change management and sustainability. Both are essential in promoting teamwork within the organisation by helping members to improve their communication skills and grow interdisciplinary teams (Le Comte and McClelland 2017, p.55). They are also important in the implementation of the organisation’s strategy because it is more than adopting technologies to linking technology and innovation to the strategy (Gray, Garvey and Lane 2016, p.32). However, coaching and mentoring have some differences and similarities in how they are defined and applied within the organisational context. Organisational success is reliant on the effective application of mentoring and coaching. 
[bookmark: _Toc67580094]Differences and similarities between coaching and mentoring
Coaching is a method of learning and developing skills under the supervision of a more experienced and professional individual.The purpose of the coach is to help the learner through the process of adopting a specific skill through direct training or guidance. For the success of this process, the coach must have a good understanding of the process in the context that the coaching is being done (Bachkirova, Arthur and Reading 2020, p.361). This is different from mentoring which is defined as the influence of a mentor towards a mentee on their professional growth. The mentoring skills are similar to those in coaching, but in mentoring, the individual is guided by the mentor to reach their goals. In mentoring, there is a formation of a personal development relationship with the mentor imparting the mentee with expertise in a given area. 
From the definitions, there are both differences and similarities between coaching and mentoring. They are similar because they both support the professional development of an individual in the organisational context. Additionally, they both depend on a one on one relationship between the more experienced person and the trainee. As a result, it is essential to have a good personal relationship between the two parties to succeed. For efficiency in both coaching and mentoring, it is important to have private agreements between the parties involved on the knowledge and skills that need to be imparted on the individual and the time it will take to accomplish that. 
The key difference between coaching and mentorship is that coaching is more focused on performance while mentorship is more focused on professional development. Therefore, mentoring does not only look at the current position of the individual in an organisation but also beyond. Mentoring takes a more holistic approach when imparting knowledge and skills. Coaching, on the other hand, is aimed at improving individual performance on-the-job. It, therefore, follows a structured approach to impart specific skills to the individual. Another difference is that the period taken in mentoring is more extended than in coaching. While both require having a timeline, mentoring is more of a long-term process. Coaching, on the other hand, may be completed in a matter of weeks or months if performed properly
Coaching and mentorship are different from other learning initiatives such as counselling and networking. While coaching and mentoring aim to develop the skills and knowledge of an individual, counselling is about exploring the underlying dynamics of an individual which affects their behaviour (Clutterbuck and Hodge 2017, p.9). Therefore, counselling does not address specific tasks or aim at achieving specific performance in an organisation. The goal here is the promotion of self-understanding. Networking, on the other hand, involves establishing a relationship that will benefit both parties. In networking, it is not only one party that benefits, as is the case with coaching and mentoring. 
Coaching and mentoring are both important for the employer and the employee. Coaching is important for the employer because it helps them to effectively articulate the vision of the organisation, their hopes, beliefs and expectations from the employees (Woo, 2017, p. 181). This helps to not only pass down the organisation’s vision but give employees the skills they need to achieve the objectives. The employees benefit from the skills they learn to accomplish their tasks better, Mentorship, on the other hand, helps employers to not only attract and retain talent but also to trigger leadership development in the organisation. The employees also gain from the new values they get, which they can use beyond the workplace. 
[bookmark: _Toc67580095]Line manager as a coach/mentor
A line manager is always involved in the oversight and management of employees. The role of the line manager is multi-faceted because he or she is not just a leader but in the same time a coach and a mentor to the employees under him (Huo, Boxall and Cheung 2020, p.1828). Combining these different roles is essential for the performance of the organisation. According to Clutterbuck, coaching and mentoring for a line manager is essential for supporting the development of the employees and the organisation at large (Clutterbuck, Whitaker and Lucas 2016, p.12). In most organisations, coaching by the line manager happens more often than by external parties because the line manager has knowledge and skills that are particular to the needs of the organisation. Additionally, with coaching and mentoring, the line manager can manage the employees more effectively because they understand the goals they are working to achieve and how to achieve those goals (Katou, Budhwar and Patel 2020, p.34). 
Coaching and mentoring is beneficial to the line manager because they help to create consistency and maintain quality in how the employees perform their tasks (Buljac-Samardzi and van Woerkom 2015, p.66). Even though coaching focuses on specific goals and is short-termed, it works well with mentorship which is more long-term therefore creating consistency in the organisation. However, one of the biggest challenges in coaching and mentorship by line managers is to decide how to approach a given situation (Ibarra and Scoular 2019, p.110). For instance, the organisation may be going through some changes that require the employees to gain new skills. It is a challenge for the line manager to decide whether to mentor the employees through the change process or immediately give them the skills needed to handle their tasks differently. 
For successful coaching-mentoring, it is important to have a set of skills. One crucial skill is active listening because it helps to understand the needs of the learners. For mentoring, active listening helps the mentee feel accepted and will create a good relationship between both parties (Fillery‐Travis and Lane, 2020, p.45). Another important skill for coaches and mentors is high emotional intelligence (Baczyńska 2015, p.34). They must be good at understanding people and their situations and willingly want to help develop them. How they relate to people is essential in displaying their emotional intelligence. They must show genuine interest in people (Seibert, Sargent, Kraimer and Kiazad 2017, p.357). Other skill is the ability to build trust. This is an essential skill because coaching and mentoring rely on the relationship between both parties. The learner needs to trust the coach/mentor which will translate into how they understand the skills they are taught. For the mentor/ coach, it is important to keep any confidential information shared by the mentee and follow through with promises made (Russell, Steffensen, Ellen III, Zhang, Bishoff and Ferris, 2018, p. 259). Admitting errors and correcting them appropriately also plays a major role in promoting trust in the relationship. 
[bookmark: _Toc67580096]Role of coaching and mentoring in change management
Change management refers to the methods used by an organisation to implement change in its processes (Hayes 2018, p.6). These methods are meant to prepare and support individual employees and teams through the change. Change management is systematic as it has specific organisational goals that it aims to achieve after the transition. There are three major drivers of organisational change today. The first one is technological advancement. Technology today is constantly advancing and requires that organisations can adapt to rapid changes (Hornstein 2015, p.294). Secondly, there is globalisation which is driving organis ations towards adopting global business operations. With the internet, organisations can carry out operations in any part of the world without major expenses (Lines and Reddy Vardireddy 2017, p.40). Lastly, there is a change in legislation regarding international business relations which affect how organizations conduct their operations (Park, Newman, Zhang, Wu and Hooke, 2016, p.1173). Other trends in organisational change include a breakthrough in AI, employee involvement, continuous development and working towards sustainability (Lozano, Nummert and Ceulemans, 2016, p.168). 
Coaching and mentoring play a crucial role in organisational change today. Through coaching and mentoring, the organisation adopts a more collaborative approach towards change (Jyoti and Sharma 2015, p.709). All employees have skills and right knowledge to adopt changes in the organisation. Additionally, through mentorship, the creativity of employees is promoted. Mentorship is about their professional development which enables them to be innovative in their tasks to provide new solutions to the organization. These solutions help organizations to adapt to changes in the business environment (Rigby, Woulfin and März 2016, p.219). Lastly, mentorship and coaching are essential for continuous improvement in the organisation. This is one of the current trends in organizational change that requires employees to have effective ways of adapting to change and promote organisational development in turn (Turban, Moake, Wu and Cheung 2017, p.21). However, it is important to know that coaching/ mentoring also have their weaknesses when it comes to change management. Coaching for change management is a process that takes time and resources. For organisations, proper time allocation is essential if such programs are to run effectively (Memon, Rozan, Ismail, Uddin and Daud 2015, p.215). The process also creates additional budgets for the organization because as earlier mentioned, change is a continuous process. These two make it difficult for some organizations to apply mentorship and coaching as part of the change management strategy. 
[bookmark: _Toc67580097]Evaluation of my performance in peer coaching
Based on Gibb’s Reflective Cycle, my experience as a peer coach is structured on six stages; description, feelings, evaluation, analysis, conclusion and action. Description of the experience is that it was interesting. Learning about the coachee provided me with a different and interesting perspective on issues which I used to coach him. During the whole process, my feeling was of enjoyment of the process because I was doing it in a less formal setting. Spending time with the coachee was a lot of fun and I enjoyed every minute of it. Evaluation of this experience revealed that it was an effective learning experience for the learner. His perception of issues changed as he was able to accommodate dissenting opinions better. Analysis of this experience showed that everything went well for the learner and me as the coach. There were no major conflicts to be resolved which added to the efficiency of the process. In conclusion, this experience taught me that accountability is essential on my part as the peer coach. I had to be accountable for any mistakes that I make in the coaching process so that I can build trust with my coachee. My action plan when dealing with future cases is to be more open-minded when dealing with the coachee as I would learn how to best handle their particular needs. 
PDP
To achieve better results in my next peer coaching experience, my personal development plan is below.
	Development objectives
	Activities to undertake
	Support/ resources needed to achieve objectives
	Target date for achieving objectives
	Actual date of achieving objectives

	Building my confidence to deal with a larger group of people
	More practice to get more experience
	Larger group in my next coaching experience
	15th May, 2021
	

	Getting more feedback from the learner
	Actively asking for feedback from the coachee
	Open communication channels
	15th May, 2021
	

	More acceptance of dissenting opinions
	Asking learners for their opinions
	Open communication channels 
	20th May, 2021
	

	Tolerating and supporting failure
	Asking learners how they could have performed better
	Regular meetings with the group
	30th May, 2021
	



The Instant Pay Off Model used was effective in peer coaching. This is because peer coaching is done in an informal setting. There was no need to have a complete coaching session because the needs of the coachee would be met effectively without it. Additionally, it was important to ensure that the coaching session was effectively carried out so that all members could gain the knowledge and skill they needed.
[bookmark: _Toc67580098]Conclusion
Coaching and mentoring are both similar and different in different aspects. From the definition, coaching is more focused on specific results while mentoring goes beyond that to empower the employee for more. They are also different from other learning initiatives such as networking. A line manager is important in an organisation because they are involved in the direct management of the employees. It is therefore essential that a line manager has mentoring and coaching skills as discussed. Further, coaching and mentoring are essential parts of change management in the organisation. Through coaching/mentoring, employees are imparted with the knowledge and skills to adopt changes in the modern business environment. From my experience as a peer coach, I have understood the importance of a good relationship between all parties for coaching and mentoring to take place. Organisational success is reliant on the effective application of mentoring and coaching.
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