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[bookmark: _Toc152875541]Executive summary
The purpose of the report is to explain how mentoring and coaching apply in an organisation. It starts by explaining each of the terms, along with the similarities and main differences between them. Although sometimes can seem like they are the same, these are different concepts, and the main differences include the length of time a coach or mentor are involved for, what they are based on and whether they focus on the individual’s performance or a long-term development.
The benefits the concepts bring for both the employee and the employer are identified, like increase satisfactions and engagement among the team members, boosting motivation and confidence, and lowering stress and frustration. The role of the line manager as a coach or manager is also explored and highlights why is not always the best idea for them to perform this role as it can lead to more drawbacks.
Organizational changes may make employees feel more insecure and unsure, which can lead to increased stress levels and during these times, people usually search for more helpful coping mechanisms, such coaching or mentorship programmes. The cultivation of resilience in the workforce requires coaching and mentoring in addition to aiding in getting by and adjusting to times of change. These resources aid in offering employees emotional support, clarity on the process of change, opportunity to exchange experiences, and confidence building, all of which contribute to their increased capacity to adjust to the new characteristics.
The report concludes with a reflection based on Gibbs approach on a coaching exercise where the Instant Payoff coaching model was applied. The reflection analysis how I felt during delivering the exercise as a coach, identifies the strengths and weaknesses and the areas of improvement, along with a personal development plan.
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[bookmark: _Toc152875542]Introduction
This report provides a critical evaluation of coaching and mentoring, the similarities, and differences between them, how they compare to other learning styles and the benefits they provide for both the employer and the employees. It then delves into how the manager can perform as a coach and mentor, then explains the importance of coaching and mentoring in dealing with organizational change and build resilience. The last part of the report represents a reflection on a coaching exercise performed in class using Landsberg Instant Payoff coaching model.
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[bookmark: _Toc152875544]1. Similarities between coaching and mentoring

While there is disagreement among coaches on exact definitions, there are several aspects of coaching in companies that are universally recognised, according to CIPD (2019). In essence, it's a non-directive method of growth and is centred on personal development. The professional performance is prioritized and offers individuals the chance to evaluate their strengths and growth areas. Those who can deliver coaching session can be the line managers or other who have the necessary training.
According to Biswas-Diener (2020), effective coaching in most fields frequently adopts a positive, strengths-oriented approach and concentrates on future occurrences rather than on previous personal events. Coaching is more commonly associated with the organisation and supervision and is focusing on the job performance and skill development.
Nowadays, it is widely known that workplace coaching improves both human and organisational outcomes, such as financial performance and achievement of goals, wellbeing and problem-solving abilities, and specialised skills like technical or leadership abilities (Sutton and Crobach, 2022).

As trends shift and mentoring becomes more widespread in the modern day, definitions of mentoring differ. Even though the concepts have been expressed in a variety of academic fields, including management, psychology, and education, they are not straightforward (Mullen and Klimaitis, 2021). Most agree, however, that mentoring "is relational and developmental," that it "includes phases and transitions," and that it has professional and psychosocial roles (Cutterbuck, et al., 2017).
It involves encouraging and enabling the other person to recognise their own problems and objectives and assisting them in figuring out how to address or meet # while recognising and appreciating the diversity of ways to work. The mentorship arrangement is professional, private, and voluntary.
The mentee can communicate more freely with a mentor than with a research supervisor since mentoring is distinct from supervision and assessment. It is a designated area where mentees can speak with a more experienced individual about issues related to their jobs.

Identifying the main distinctions between coaching and mentoring can assist in deciding which approach clients or staff members can benefit from the most.
Both coaches and mentors offer feedback; however, a coach focuses on skills and performance, while a mentor may concentrate on career or issue-specific comments (Reczek, 2018). It implies that managers are coaches if they are not mentors.
Although many companies use mentoring to help new hires get started, coaches could be more qualified to provide them the tools they need to succeed. Organisations may make greater use of the proper methods to professional development by having clear definitions and roles, which may serve as a foundation for critical reflection on the objectives of mentoring and coaching relationships (Hussey & Campbell-Meier, 2021). 
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Figure 1. Differences between coaching and mentoring (Viera, 2021)
A straightforward and all-inclusive "helping to learn" approach allows for a two-dimensional examination of the mentoring spectrum. The first dimension provides a range of the mentoring relationship from directive to non-directive, while the second-dimension ranges from stretching to nurturing in terms of the needs of the individual (Health Economics Association, 2022). Four distinct "helping to learn" styles may be distinguished between these two dimensions: tutoring, networking, advising, and counselling. Mentoring utilises these four approaches, and at some point, may use the empathetic listening of counselling, to then adopt a challenging behaviour of stretch coaching.
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Figure 2. Four styles of helping (Clutterbuck, 2004)
There are several advantages to coaching and mentoring for both companies and people. These programs benefit employees' personal and professional life by promoting their overall growth. This helps the company by resulting in a staff that is more competent, engaged, and satisfied (Indeed, 2023).
For the employer coaching and mentoring lead to skill development and capable leaders, increase satisfaction and engagement among the team members by promoting a supportive environment. Mentoring and coaching may assist managers in recognising and addressing their areas of strength and weakness, gaining new information, abilities, and competences, boosting motivation and confidence, and lowering stress and frustration (LinkedIn, 2023). 
The employees can benefit from coaching and mentoring by gaining new skills and gain insights for career progression. It can also lead to them feeling appreciated and supported, which increases job satisfaction. Their wellbeing is improved and can better manage the stress and have a better work-life balance, according to Grant and Atad (2022) . The consistent feedback from coaching helps to boost self-confidence and engagement. All the improvements related to work performance, behaviour and relationships are tangible benefits as they can be observed immediately, according to Knowles (2021).

[bookmark: _Toc152875545]2. Line manager as a Coach/Mentor 
Among the benefits the line manager as a coach can provide for the workplace are a better team performance and working relationships, generate new ideas and increase creativity and motivation. Taking on this role also comes with some drawbacks, like time pressures, high workload that can limit the time the managers spend in coaching their employees. Conflict can arise between the parties involved as the employees can see the coaching as intrusive (Ibarra and Scoular, 2019). Managers can also have limited resources or coaching tool to be able to effectively support their team members.
To rapidly provide a solution, managers who mistakenly assume they are coaching are frequently either consulting, teaching, or directing.  When managers only employ this directive style, team members become dependent on them and may become demotivated and disengaged because they are not encouraged to use their own resources and think independently (CIPD, 2020). However, in certain situations, such as when an urgent decision needs to be made or a team member lacks the experience to make their own decisions, this approach may be necessary. They may feel marginalised and underappreciated because of this.
Operating with a sense of urgency and adopting a coach attitude both positively impact the effectiveness and success of a coaching intervention as well as the manager's overall performance (Smith, 2019). This results in a more engaged workforce and proves that the managers can also assist their team members in reaching their full potential, not only complete their tasks.
Coaches have a responsibility to nurture and inspire people to perform and improve in accordance with their ever-changing needs and impulses. To accomplish this, they need to have a toolkit of fundamental abilities and behaviours (UK Coaching, 2020) that enhance their adaptability and, therefore, their capacity to adjust and meet any coaching problem that arises. 
· Communication. The coaches need to have a dialogue with the coaches, deliver a clear and concise message, active listening the concerns of the coachee, and develop a routine of questioning people’s answers instead of responding to their queries.
· Emotional intelligence. Two of the most important traits of this ability are empathy and self-awareness, which help the coach in better understanding how the others perceive him and acknowledge their emotional needs. This then allows the coach to influence people's feelings in a variety of settings and change potentially bad emotions into good ones.
· Feedback. People need to know how well they are doing and like hearing it. It fosters a good work atmosphere and aids in providing positive reinforcement (Indeed, 2023). Positive feedback helps individuals to develop their best skills, while negative feedback provides them the opportunity to improve and excel (Sutton, 2020).

[bookmark: _Toc152875546]3. Role of coaching and mentoring in building resilience and dealing with change
The term resilience refers to the capacity of regaining happiness, success, following a challenging or negative event (Cambridge Dictionary, 2023). When it comes to how this term is seen in the workplace, the definition of it is not widely agreed upon. It may be perceived as standing strong, bouncing back or being adaptable (Dillon, 2022).
Change management is as an established process in which new ways of working within an organisation are planned and implemented (Fullan, 2020). For a successful change management, it is essential to understand the concerns and acknowledge the feelings of those impacted and help through the process.
Changes in organisations are now inevitable and have a significant impact on everyone's working life. Because of how quickly things are done in business these days, it has become the new normal. When an organisation changes, the desired results are prioritised over the employees' psychological adaptation to the new setting.
Organisational change is accelerated by a multitude of elements that can come from both internal and external sources. The following are some typical drivers for organisational change, according to Helens-Hart and Dolechek (2022):
· Workplace demographics, refers to workforce getting older, change of preference towards flexible and remote working arrangements, early retirements.
· Technology- the rapid change in this field leads to companies having to adapt to new systems and programs.
· Globalization- companies often move their operations overseas due to lower costs and need to retrain their employees to compete with a global workforce.
· Market changes are an important factor that can motivate organisations to innovate to obtain competitive advantage.
· Poor performance can lead to changes being introduced to grow.
· Sustainability helps companies to become more aware of the environment and to adopt more sustainable practices.
· Regulatory compliance-companies can introduce changes to their procedures and structure to adapt to new laws and regulations.
Ineffective change management can have serious consequences, including a decrease of market share, losing senior management and the trust of stakeholders, and seeing a decline in employee motivation and engagement (CIPD, 2020). Workers may decide to quit the company if they experience lack of assistance during these times of transition. Both in terms of hiring costs and the loss of institutional knowledge and experience, this loss of talent may be expensive. Organisations must make significant investments in change management techniques that put a high priority on employee support, transparent communication, and a well-organized transition strategy to lessen these negative consequences (Cameron and Green, 2020).
It is now often acknowledged that organisational changes can expose workers to greater stress by increasing their feelings of uncertainty and insecurity (Uyan & Aslan, 2019). People frequently look for more beneficial ways to cope during these periods, such as coaching or mentoring courses. In addition to helping people survive and adapt to times of change, coaching and mentoring are essential for fostering resilience in the workforce. These tools help in providing emotional support, clarity over the changing process, share the experience and increase the confidence of the employees which also leads to a higher adaptability to the new attributes (Green and Palmer, 2019).
Together with a coach or mentor, one may develop resilience to become a more capable and flexible leader (LinkedIn, 2023). Together they can overcome obstacles from the changing process and accomplish their objectives.
[bookmark: _Toc152875547]4. Coaching and mentoring during the pandemic

The pandemic caused many workers to experience high levels of stress and anxiety. Mentoring relationships offered a secure environment where people were able to express their concerns and obtained emotional assistance. Coaching and mentoring have been used to support the development of skills and training, particularly when businesses faced digital transitions or needed workers to pick up new skills fast to meet shifting market needs (Tzavaras & Davalas, 2022).
By serving as a buffer, coaching's beneficial effects are thought to have lessened some of COVID-19's negative consequences in two ways:  by strengthening psychological resources prior to the crisis as a preventative measure, and by offering continuous support throughout the crisis. According to a recent study (Auer et al, 2022), individuals who received coaching saw increases in optimism, life happiness, authenticity, and productivity, whereas those who did not saw a drop in those areas. Furthermore, compared to individuals who did not get coaching, those who did receive coaching saw greater increase in their resilience and social connections. 
Organisations have benefited greatly from coaching and mentoring, which has helped them not only weather the pandemic's challenges but also become more resilient and grow stronger. These have addressed the requirements of individuals as well as those of the organisation, improving leadership potential, flexibility, and general employee well-being (Jarosz, 2021).
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To evaluate my performance as a coach during the coaching exercise completed last month, I have applied a well-known reflection model developed by Gibbs (Sicora, 2017), which is a common framework used in examining experiences.
Description. For the exercise, we had to perform both as a coach and a coachee, and the scenario I created was related to a poor sales performance of a customer service agent. We had to use open, probing, and closed questions and follow a common coaching model, the Instant Pay Off Model (Landsberg, 2015).
Feelings. When I began to write the scenario for the exercise, I was a bit concerned about my time management and that maybe I did not include sufficient questions for the coachee to describe their role, the problem they are facing, their expectations and obstacles faced. After finishing the exercise in class and receiving my feedback, I felt more relaxed and confident knowing I was able to demonstrate well the coaching model, provide a good background and include a good ratio of questions for the coachee.
Evaluation. My performance as a coach proved to be good and I managed to keep my focus throughout the session, was able to build report with Alina and encouraged her. I also managed to provide a good action plan along with a follow up meeting to check for any improvements. The time management was good, and I was empathetic towards the coachee’s concerns. One of the things that was not needed was the inclusion of the SMART goals towards achieving the sales targets. 
Analysis. The coaching session went well because the subject I chose for the scenario was inspired from my own experience and the concerns expressed and feelings towards the situation were genuine. I tried to put an emphasis on the feelings and the obstacles faced, and I think the coaching model used was the most suitable for this. I do think that the action plan could have been developed better and include more measurements for the success of it. One of the challenges for me was to sound genuine and engaged in the conversation and to inspire trust for the coachee.
Conclusion. The exercise offered me insights into how a successful coaching session can help to describe a problem faced, identify the desired outcome, and most importantly analyse the barriers faced not only by the individual, but also from the others and the environment. I could have spent more time in creating the scenario and developing an improved action plan. I also would have liked to sound more genuine and less like I was following a script. I also feel that although I have provided some valuable advice for Alina to improve her relationship with her manager, I am limited in finding if the advice was followed and applied.
Action plan. For future coaching session I will spend more time in setting better goals for the coachee and introduce new ways of measuring the future performance. I will also consider applying OSCAR or GROW models depending on the problem the coachee is facing and the desired results. 
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In today’s workplace, coaching is an essential skill that must be acquired and refined over time. When providing coaching, line managers should think about how their own abilities compare to this skill set, how to best close any knowledge and skill gaps, and how to practise the skills and get insightful feedback.
Long-term professional growth is often the emphasis of mentors, who offer advice and criticism for the mentee to apply as they see appropriate. Mentoring may have a gradual effect that grows and changes over time. On the other hand, coaching often focuses on short-term objectives and targeted skill development with the expectation of observable outcomes. But in the absence of a deeper comprehension of these ideas, professionals can be going to mentors when they need coaches, and vice versa. Determining and specifying the precise responsibilities and characteristics of mentors and coaches has implications for ongoing professional growth as well as professional practise.
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TABLE 1 COMPARISON OACHING AND MENTORING INTERVENTIONS

COACHING INTERVENTION

Helps coachee overcome barriers and gain
capacity to improve job performance

Offered by a supervisor or manager and involves
one-on-one suggestions relative o workplace
situations that are observable

Delivery can be spontaneous when the situation
calls for immediacy o planned and formal

Build on the assumption that most employees are
eager fo do well, please their managers, and
achieve an improved position in the organization

Supervisors, managers, or other internal or external
people can serve as coaches

MENTORING INTERVENTION

Go beyond just teaching a mentee how a job is done

Shared experiences, wisdom, and sawy are offered by mentor
to enable top performers to take on tasks beyond those in
their job description

Guide a complex emotional transformation designed fo help
the mentee develop skills and capabilities for future success

Overcoming hurdles effectively resulting from the increased
multicultural dimensions of the work force, particularly
assisting in the success of people with racial or gender

differences

Between a more senior employee (mentor) and a novice

employee (mentee)




