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In this report covers the critically evaluating of coaching and mentoring in the organisation, which will look at the difference and similarity between coaching and mentoring. Comparing both with other two learning initiatives and tangible intangible benefits of coaching and mentoring to employer and employees. Critically evaluating the line manager as coaching or mentoring assessing what necessary skills and behaviours are required.
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[bookmark: _Toc90033709]Coaching

According to Starr (2016), coaching is a conversation which happens with one person to another. Conversation coaching impacts on someone’s learning, understanding, behaviour and progress. Flaherth (2006), has mentioned coaching is correcting individuals as the progress goes further and able to appraise the success at the end. 
An example of coaching in football team. The coach will train the team to improve their performance. As Charles and Rook (2017) mentioned, the range of resources a football coaches need to have to deliver exceptional coaching session. Coaching session supports the youth players to succeed and to progress, having an effective and excellent coaching session.
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Mentoring is when an experience person advising or supporting an inexperience person. Mentoring is like a relationship of nature and intention (Starr, 2014). Mentoring is seen as a structured procedure inside an organisation that facilitates the professional development of a peer for the benefit of both the organisation and the individual (Kerry and Mayes, 2014).

[bookmark: _Toc90033711]Similarities and Differences of Coaching and Mentoring

According to McCarthy (2014), coaching and mentoring have similarities such as both helps the individual to improve their development and performance. McCarthy (2014) has mentioned the common skills between coaching and mentoring are listening, questioning, goal setting and feedback.

According to Rolfe (2015), has mentioned the similarities between coaching and mentoring are to achieve personalised learning and growth by providing one-on-one communication, accommodate to  individual needs, personal preferences, and time limits must all be considered, can be carried out in person or from distant locations, combine formal education and training experiences, considers real-life issues, problem and decision, provide access to information and alternatives about new behaviours and activities and encourage the accomplishment of favourable results.

According to Clutterbuck (2016), the differences between coaching and mentoring, coaching is more involved with the task, focused on skills and performance, works primarily with a line manager, the plans are agreed upon by the coach or with the coachee, feedbacks are highlighted from the coach to coachee, coaching is a short-term needs and is non-directive. Mentoring is more involved with the outcomes beyond the task, focused on capability and potential, works well offline, the plans are agreed by the mentee, mentee highlights the feedback and reflection, long-term relationship and it is directive. 
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There are many other learning methods for training, learning and development. For example qualification learning, this methods helps individuals to gain a qualification which may require for particular job in the organisation. Allows learner to develop the required knowledge and skills for the specific job and learners can choose from varieties of subjects. Individuals can do vocational qualification which helps to gain proof of the programme an individuals has completed (Accredited, 2019).

This can be compared to coaching and mentoring as it is providing learning and development for the individuals.

[bookmark: _Toc90033713]Tangible and Intangible benefits of Coaching and Mentoring

Tangible is a physical item which can be touched, in business tangible is the assets such as balance sheet, equipment, tools, vehicles and furniture and fixtures. Intangible is something that cannot be touched. In business intangible cannot be seen or touched, such as goodwill, closing cost, rights and research and development expenditures (Hoare, 2014).

Tangible benefits of coaching include reduced costs, increased productivity and performance, higher retention and engagement of employees and growth in revenue and sales.

Intangible benefits of coaching, improve communication, confidence of being coached, better relationship with stakeholders, career advancement and better stability between life and work.

According to Coetzee (2018), a study report on benefits to sales organisations, the intangible benefits to employees include that their morale improved, they became more efficient, and newer employees adapted more quickly. As a result, retention improved since they felt more committed to their task. Employees were also happy and able to form greater bonds with their immediate superiors. Whereas leveraging, such as sales performance coaching, resulted in 161% increased success. The tangible benefits to organisations have seen a rise in their yearly income growth, as proven by the organisation Brainshark, with several organisations seeing a 16.7% gain. Further to that, research involving FORTUNE 1000 businesses that engaged coaches for change and growth found a 48% increase in quality and organisational strength, a 39% increase in customer service, a 34% decrease in customer complaints, a 23% decrease in cost, a 52% decrease in conflicts, and an improved relationship with peers, supervisors, and others. 
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According to Clutterbuck (2018), one of the primary obligations as a line manager is to develop direct reports. Coaching and mentoring are two of the most effective and most acknowledged methods of assisting others in their development.

Line manager has different role such as manager, managing individual employees or groups, as a leader managing the day-to-day management, operational costs, providing technique expertise, allocating work and rotas, monitoring work and checking quality, dealing with customers/clients, measuring operational performance and developing people (CIPD, 2020).

Line manager benefits as a coach are, better relationship with employees, understanding employees strength and weakness, motivated, productive workforce, superior results, enhanced interpersonal and managerial skills and career opportunities (Gilley and Gilley, 2007).

According to Goldschmid (2016), mentioned the benefits to the line manager as a coach enabled managers to move away from the toxic and stressful boss image, improve skills, and receive rapid feedback on their actions.

Line manager as a mentor, there are many debates whether line manager can be mentor. As mentoring an individual, which are also managed by the line manager can be challenging as to remain objective, non-directive and to make certain that the mentee drives the agenda (US, 2021).

[bookmark: _Toc90033715]Task 3 – Building resilience and dealing with change 

According to Herrman et al (2011) has stated, although definitions have varied through time, resilience is generally considered to relate to positive adaptation or the ability to sustain or restore mental health in the face of adversity. Researchers from a variety of fields are studying resilience, including psychology, psychiatry, sociology, and, more recently, biological sciences such as genetics, epigenetics, endocrinology, and neuroscience. However, there is no clarity on an operational definition.

According to Crane (2017), there are many definition of resilience, such as the first resilience is defined as risk or adversity which is considered to be present to test the individuals ability for adaptive coping. Second is the ability to bounce back in the face of hardship, which is considered an individual may experience a moderate interruption in operating to quick returns to normal. 

Voehl and Harrington (2017) stated, change management is to assist in bringing an organisation from its present condition to a desired future one via a transition state. The purpose of change management is to assist each individual affected by the change in making a successful transition, given what the solution requires.

The business industry are changing, there are more competition which businesses needs to stay ahead, technology improvement and project-based working. There are many change management models that organisation chooses to take the best step putting the change into effect (Hicks, 2020).

Tahir (2019) has stated that, the drivers that change in the workplace are the internal and external. Most organisation are unable to adapt to change. Organizations that embrace change are those that grow and prosper. As a result, even if it is unwelcome, change is unavoidable. A modification, restructuring, or replacement of an organization's process, technique, system, operations, technology, or structure is referred to as organisational change. Change in an organisation can be developmental, transitional, or transformational.  

Internal change are vision, values, organisational culture, core expertise, leadership, performance and employees.

External change is around the environment of the organisation such as customers, government, policy and laws, economy, technology and competitors. 

According to I’m your coach (2021), successfully managing change is recognising who will be affected and how they will be affected, all while preserving productivity and minimising the impact on your team. Individual may get irritated, demotivated, and perhaps scared of having to learn a new technology, as a direct result of a poorly managed change to a system or process.

[bookmark: _Toc90033716]Task 4 – Reflection 

There are other coaching models which can be utilise such as GROW and OSCAR, for the coaching session the Instant Pay-off model by Max Landsberg (2015) was utilised, the four stages which are describing the problem, ideal outcome, the blocks and brainstorm. This model helps coach to solve the coachee’s problem. It enables the coach to assist the coachee to find a solution of the problem which the coachee will need to work around the issues. The coaching session was timed for 15 minutes. 

By utilising the Gibbs reflective cycle to analysing my reflection for peer session. Gibbs reflective cycle was developed by Graham Gibbs in 1988. The cycle covers six stages description, feelings, evaluation, analysis, conclusion and action plan (University, 2020).

Description
For the peer session, which was to coach a coachee to solve the problem. There was three people in the group. One was the coach, the other was coachee and one was observer. The group took in turn to be the coach, coachee and observer. This was done in the classroom, there was a timed set for 15 minutes which I needed to interact with the coachee. I completed the coaching session within 5-6 minutes, which was under the required amount.

Feelings 
During the session I was feeling nervous as I did not know how it will go. As I was not prepared for the session before hand.

Evaluation
The coaching session went well, although there was not much interaction with the coachee. It was more like asking the question to the coachee and coachee answering. 

Analysis
Following the Instant Pay-off helped me to go through the session well. Being more interactive with the coachee as this was not as much. The time for the session was 15 minutes which I finished the session within 5 minutes, I could have make the use of the time interacting with coachee.

Conclusion
I have learned being nervous will not help during a coaching session which will minimise the conversation with the coachee. This will not help the coachee to solve the problem, it was more of asking the question than looking for the solution. I will need to look for information on about coaching, in future this will help to coach. 

Action Plan
Next time I will do more research on coaching and look at how to interact with the coachee by question and responding to the answer which can be going into depth, so the coachee can see the solution. Practise more to make the use of the time that is in hand. Be more confident and relax.

I have filled on the development plan for what I will need to in the future. (see below)[image: Table

Description automatically generated]

To develop my knowledge on coaching I will attend a coaching conference which will be held online in January. To manage my stress and nervousness I will attend an online session which help to control my stress and nervousness.


 


[bookmark: _Toc90033717]Conclusion

The report conclude the benefits of coaching and mentoring in an organisation. It was discovered that coaching and mentoring is a major issue, and many organisations are using it to boost employee performance. However, many organisations have experienced benefits from using coaching and mentoring, where employee performance has improved and profitability have grown. To understand their coachee and address the problem, a competent coach must have all of the coaching abilities.  
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