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In summary, the report explores mentoring and coaching in business settings. It includes theories and models like GROW and OSCAR. The line managers' evaluation considers who takes on the role of coach or mentor and sheds light on the complexities of their roles, providing insight into the rewards and drawbacks. Considering COVID-19, the report examined the importance of coaching and mentoring in managing and promoting change. Lastly, the report provides a reflective analysis of the caching scenario, emphasising the areas of improvement and practical application. It reveals potential benefits and numerous facets of coaching and mentoring entirety.
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1.0 [bookmark: _Toc153120556]Introduction
The report aims to explore the concepts and classification of coaching and mentoring while emphasising its significance in developing individuals and organisations. The report seeks to understand these approaches through established models, such as GROW and OSCAR, and draw insights from Clutterbuck's Four Styles of Helping. The report further evaluates line managers' multifaceted role as mentors and coaches, recognising the challenges and benefits of leveraging line managers for mentoring and coaching responsibilities. Further, another section of the report delves into the change drivers of the workplace by exploring coaching and mentoring in building resilience and managing change, which is particularly pertinent in the context of the COVID-19 pandemic. It will further explore how poorly managed change impacts organisation and how coaching and mentoring act as an effective tool to foster resilience. Lastly, reflective analysis is included in the report regarding a coaching scenario; it emphasises the strengths and weaknesses of the coaching approach employed. This reflection provides insights into the coaching skills insights, highlighting areas for improvement and success. 
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[bookmark: _Toc153120559]2.0.1.1 Coaching
As per Mangin and Dunsmore (2015), coaching is individualised or small-group instruction that focuses on developing and achieving specific goals for the benefit of the coachee or clients. According to Gash (2016), coaching is "a collaborative effort between coaches and clients that stimulates their creativity and motivates them to optimise their individual and vocational capabilities. “During a typical coaching session, the client and coach work together to set goals and create a strategy to achieve those goals; the coach then provides continuing support and feedback. In Week 3, I learned about numerous coaching models, such as GROW (Goal, Reality, Options, Wrap-up) and OSCAR (Outcome, Situation, and Choice). The GROW framework is a popular paradigm. The coach and coachee work together to complete the GROW phases of goal formulation, reality assessment, solution ideation, and strategy creation (Cummings, Bridgman & Brown, 2016). Alternatively, the OSCAR model (Outcome, Situation, Choices, Actions, Review) can be used, which highlights the importance of a continual cycle of reflection and action and is abbreviated as "Outcome, Situation, Choices, Actions, Review (Rogers, 2020)." These models can be used to structure the coaching process.
[bookmark: _Toc153120560]2.0.1.2 Mentoring
Mentoring is a relationship-oriented method of growth in which a mentor with higher expertise provides guidance, counsel, and help to a protégé with less experience (Terblanche, Albertyn & van Coller-Peter, 2017). Mentoring is defined by Carter and Youssef (2019) as "a process for the informal transmission of knowledge, social capital, and psychosocial support that the recipient perceives as pertinent to their work, career, or professional development."
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In contrast to coaching, as per Stokes et al. (2021), mentoring often entails an ongoing and reciprocal relationship to develop professional and personal growth. Garvey et al. (2021) argue that mentoring and coaching are based on assisting others' personal and professional development through reciprocal assistance and direction. In both approaches, an experienced person assists a less experienced person in learning. However, it is argued by MacLenan (2017) that the substance of the relationship is what genuinely distinguishes mentoring from coaching; coaching is often more transactional and focuses on the mentee's long-term professional and personal development rather than the achievement of specific objectives.
[bookmark: _Toc153120562]2.0.1.4 David Clutterbuck’s The Four Styles of Helping
David Clutterbuck's The Four Styles of Helping provides a realistic framework for contrasting mentoring and coaching with different forms of learning. Clutterbuck distinguishes four approaches: mentorship, tutoring, counseling, and advising (Clutterbuck, 2022). Counselling is the act of providing psychological support, whereas advising is the act of providing competent advice consistent with coaching and mentoring. As argued by Bachkirova et al. (2021), recognising these contrasts allows businesses to more effectively choose the technique that will help them achieve their goals while also meeting the requirements of individuals.
[bookmark: _Toc153120563]2.0.1.5 Tangible benefits
The tangible benefits of mentoring and coaching have a favorable impact on company culture, employee performance, and productivity (Hollywood et al., 2016). Employees benefit from greater job satisfaction, professional competency growth, and skill learning, among other things. Welsh and Dixon (2016) argued that intangible benefits include improved communication, deeper interpersonal ties, and a regulatory framework that encourages and supports knowledge acquisition. Mentoring and coaching help individuals improve their careers and enhance their skills, which benefits companies.

[bookmark: _Toc153120564]2.0.2 Task 2
[bookmark: _Toc153120565]2.0.2.1 Role of the line manager
As per Connor and Pokora (2017), a line manager's responsibilities as a coach and mentor include, among other things, management, mentoring, coaching, and leadership. Line managers, as leaders, guide and inspire their teams to support achieving corporate goals. They oversee tasks and resources as part of their managerial responsibilities to maintain operational efficacy. It is argued by Knowles and Knowles (2021) that line administrators who help their subordinates achieve their goals and grow professionally and personally can demonstrate coach-like skills. They contribute to their team members' development as role models by imparting wisdom and sharing their skills.
[bookmark: _Toc153120566]2.2.2 Benefits/drawbacks of line managers as coaches/mentors
There are clear benefits to delegating mentoring and coaching responsibilities to line managers. As per Salter (2014), line managers are well-positioned to provide situationally relevant and tailored assistance because of their close working relationship with their subordinates. By becoming acquainted, one can better grasp each other's requirements and the team's unique issues. Furthermore, as per Connor and Pokora (2017), when coaching and mentoring are integrated into everyday business activities, developmental programmes are better linked with realistic job requirements, resulting in a more practical and relevant learning experience. Furthermore, Monteiro et al. (2016) argue that managers can ensure that mentoring and coaching efforts correspond with the organisation's goals, thus increasing their strategic value. As Terbalnce et al. (2017) argued, line managers may struggle to maintain objectivity when mentoring and coaching, which may result in preferential treatment and biases. Due to several obligations that come with their role, time is frequently essential for line managers, so coaching and mentoring sessions may appear disorganised or hurried.
[bookmark: _Toc153120567]2.0.2.3 Skills and behavior needed.
Effective communication as per Quirke (2017), results are the most prominent characteristic the line manager must possess to fulfil the coach and mentor role. Coaches must communicate freely and accurately to resolve concerns, facilitate productive debates, and provide constructive criticism. However, it is contended by Garvey et al. (2021) then good communication is absent, and rapid occurrences of misinterpreted or misaligned objectives can occur in coaching and mentoring. As per Goleman (2018), empathy is another essential trait for a team leader since it allows them to understand the feelings and viewpoints of their team members. Mentoring and coaching relationships thrive in the presence of this attribute since it builds rapport and confidence. Line managers can understand their team members' issues and objectives more comprehensively using active listening skills and empathy. Effective coaching interactions necessitate a coach with a thorough understanding of coaching concepts such as GROW or OSCAR. A thorough understanding of these models enables managers to conduct coaching talks within a logical framework, encouraging substantive and goal-driven dialogues.
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[bookmark: _Toc153120569]2.0.3.1 Resilience and change management.
Because of the revolutionary problems offered by the COVID-19 pandemic, a current organisational discourse has moved its emphasis to the themes of resilience and change management. As per Brown (2015), change management is the systematic process of preparing organisations and individuals to accept and implement change, whereas resilience is the ability to react positively in the face of adversity. We must first identify the existing and future variables to understand how the workplace is changing. Technological breakthroughs, globalisation, and the increasing incidence of remote work gradually revolutionised organisational processes (Tidd and Bessant, 2020). As a result of the outbreak, new dynamics emerged, and tendencies accelerated. As argued by Amankwah et al. (2021), to assure continuity, organisations were forced to adapt to digital innovations, and remote work quickly transitioned from an option to a requirement. The importance of an adaptive and resilient business was further highlighted by the recent review of work-life balance policies and the shift in emphasis towards worker wellbeing. Moreover, Lines et al. (2015) state that inadequate change management practices can seriously affect employees. Employee resistance, increased stress, and a general drop in morale may result from poor communication, insufficient readiness, and a lack of adequate support networks. This has ramifications for organisational culture, staff engagement, and output. Fostering resilience, mainly through mentoring and coaching, is a successful method for assisting employees in adjusting to change (de Visser et al., 2016). Coaching equips individuals with the skills to adjust positively to various situations through a personalised and goal-driven growth plan. As per Magnano et al. (2016), the coaching programmes aid resilience qualities development such as emotional intelligence and self-efficiency. Similarly, mentorship aids mentees' adjustment to change by providing access to the mentor's skills and experience. During the COVID-19 pandemic, organisations used mentoring and coaching activities to aid their workers. The coaching initiatives developed by IBM to assist staff in managing the hurdles connected with remote work are one example. Through individual coaching sessions, staff members effectively handled difficulties relating to time management, emotional distress caused by isolation, and distant collaboration. Individual resilience was increased due to the coaching interventions, as was establishing a more adaptable and responsive corporate culture (IBM, 2023). Another notable example is how Johnson & Johnson assisted its healthcare sector employees throughout the epidemic by implementing mentorship programmes. In response to the novel and challenging challenges faced by frontline healthcare personnel, mentorship initiatives emerged to assist more experienced healthcare professionals in assisting their less experienced counterparts through guidance, knowledge sharing, and emotional support, as well as assisting the latter in navigating the industry's complex transformations (Johnsons and Johnsons, 2023).
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[bookmark: _Toc153120571]2.0.4.1 Gibbs reflective cycle
[bookmark: _Toc153120572]2.0.4.2 Description
I was the coach during the coaching scenario and talked with a coachee experiencing rising tension and discontent. The coachee's challenges were a demanding work schedule, a lack of supervisory assistance, and operational issues that harmed team morale. During the coaching session, it became clear that the coachee struggled with various challenges beyond short-term remedies. With an open mind, my goal was to create an environment where the coachee could freely discuss their difficulties when we met. The coachee discussed the workplace's difficulties, stressing issues such as lack of resources and poor management communication. 
[bookmark: _Toc153120573]2.0.4.3 Feelings
Concerning the feelings, I cared deeply about the coaches' success from the beginning of the session. My empathy drew for them when I found out about their problems. I wanted to help them genuinely after connecting with the stress and discontent I experienced with them. As the coaching session continued, that anxiety kept on growing. I realised the Instant Pay Off model was ill-suited to the coaches' concerns. To help the coachee, a more Nuanced approach is required to effectively manage their professional difficulties, as coachees might experience difficulties. Thus, this session evolved the feelings of anxiety into empathy, making me understand the importance of change. 
[bookmark: _Toc153120574]2.0.4.4 Evaluation
While establishing a strong rapport with the coachee, I found genuine contentment as I established an environment of trust and open communication. My ability to communicate and show empathy effectively allowed the coachee to express their concerns openly. This helped me in the coaching scenario, as my coachee felt respected and listened to, contributing to a positive coaching dynamic. It was noted by Wai-Cook (2023) that effective communication and empathy remain the most prominent valuable skills in dealing with the challenges faced by coaches. It is emphasised by Kutsyuruba and Godden (2019) that the creation of a safe and nonjudgmental place allows the coachee to articulate their concerns, contributing to a deeper understanding of the issues at hand. This provides the importance of such skills while establishing coaching interaction and strong rapport. A significant struggle surfaced in choosing the Instant Pay Off (IPO) coaching model. While the model provides immediate solutions for the complex, interconnected challenges the coachee presents, it remains inadequate. As Landsberg (2015) argued, recognising this limitation regarding the struggle impacted the coaching process depth and hindered a thorough exploration of an underlying issue. However, it required flexibility skills, and adapting to the preferred style of coachees to manage the situation presented a significant struggle. 
[bookmark: _Toc153120575]2.0.4.5 Analysis
During my coaching session, rapport establishment was among the most fruitful and entertaining components. In a setting openness and trustworthiness were mostly the outcome of effective communication and compassion. As a result of these talents, the coachee was able to voice their problems openly, through which the coaching dynamic improved. Rapport and trust are essential in effective coaching development. According to Gessnitzer and Kauffeld (2015), a positive association between trust and successful coaching partnerships is discovered. When the coaches carry out direct and honest communication with their mentees, they increase the likelihood that they will feel heard and understood. Thus, I considered that I need empathy in mentoring relationships. Lopes (2016) comments on emotional intelligence are considerable. Empathy and its importance are a crucial component that emphasises its enormous influence on the interaction between coach and client. As I have seen firsthand, empathy may transform the coaching session into an emotional connection. By expressing empathy for the emotions and experiences of the coachees, I created an environment in which they felt they were being listened to and heard.  As argued by MacLennan (2017), empath and active listening are beneficial for developing productive mentoring encounters. Implementing the Instant Pay Off (IPO) coaching methodology was complicated. Though quick responses were encouraged by the system, it was not designed to address the coachee's extensive network of difficulties. This finding remains in line with Jowett (2017), who argues that approaches of coaching that prioritise rapid remedies are ineffective for long-term systemic problem resolution. Thus, it is crucial to identify this issue for future success because it will encourage a more thorough examination of coaching approaches in connection with the specific obstacles faced by the coachee. Furthermore, there are several situations where the adaption of flexibility was considered not easy, I came to appreciate the delicate balance required to accommodate the different task management requirements of each individual under my supervision. It is considered Martens and Vealey (2023) that to demonstrate their ability, coaches must remain flexible to meet the distinct and ever-changing needs of each individual with whom they work. Coaching must be flexible and suited to the needs of each unique client in a continuously changing world. Coaches have the flexibility to adapt communication modes, techniques, and coaching frameworks to the preferences of coachees and the changing issues they face. Allowing for more individual coaching experience while creating a welcoming and accommodating setting.
[bookmark: _Toc153120576]3.0 Action Plan
In all future coaching situations, I commit to prioritising good communication and careful listening. While struggling with model selection, the knowledge I gathered will also help me identify acceptable frameworks. This epiphany will help me develop a personal and effective coaching plan, emphasising the need to match coaching models to the coachee's issues. I intend to attend seminars or training sessions exploring various coaching approaches to improve my coaching skills. A thorough comprehension of alternatives such as GROW and OSCAR is essential to this method. Seek opportunities to participate in supervised coaching sessions to receive constructive comments and assistance for continued progress. Working with experienced mentors or coaches can bring vital insights into various coaching approaches, positively influencing one's professional trajectory (Connor and Pokora, 2017). Furthermore, including input from both observers and coachees in reflective practices can aid in the continuous growth of coaching expertise. I aim to use post-coaching session talks or feedback surveys to ensure adaptability. To acquire a better understanding, I would like to know which types of communication they found most beneficial or difficult. Stodter and Cushion (2017) argued that coaches are strongly encouraged to share the coaching methods that have proven most beneficial in their unique experiences.
[bookmark: _Toc153120577]4.0 Conclusion
In conclusion, the report highlights the complexity and richness of coaching and mentoring in organisational settings. It highlights the need for coaches to commit to lifelong learning, use adaptive approaches, and thoroughly understand and meet the needs of their customers and companies. The stated goal of the action plan is to improve coaching capacities by experimenting with new models, reflecting on, and learning from setbacks, and implementing new techniques. This paper delves deeply into coaching and mentoring, providing light on its numerous uses, obstacles, and potential benefits in corporate settings. When used properly, the many components of coaching and mentoring contribute significantly to organisational resilience, personal growth, and the smooth implementation of change.
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PDP
	Objectives
	Success Criteria
	Actions
	Implementation

	Improve Flexibility in the Coaching Approach
	Effectively adapt coaching style to coachee's preferences; Receive positive feedback on adaptability.
	Study various coaching models; Attend workshops on flexible coaching approaches.
	Practice new coaching techniques in simulated scenarios; Seek feedback from colleagues.

	Improve Model Selection Skills
	Successfully match coaching models to coachee needs; Positive feedback on model effectiveness.
	Study various coaching models; Analyse case studies on model selection
	Select appropriate models based on coachee scenarios; Reflect on model choices after each coaching session
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