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Executive Summary
In this study, coaching and mentoring are examined in the context of business, with a focus on significant challenges and their implications for employee development. The study highlights both the benefits and drawbacks of this strategy by considering the numerous leaderships, management, coaching, and mentoring responsibilities that line managers perform.
It emphasises the significance of coaching and mentoring as tools for navigating the always-changing corporate environment by looking at their critical role in creating resilience and managing change at work. When considering the potential effects of poorly managed change on the workforce, the importance of competent coaching and mentoring is underlined.
The study focuses on the competencies and practices required for effective coaching and mentoring. The Instant Pay Off Model is incorporated, and it underlines the value of keeping a coaching attitude while providing coachees authority over the conversation.
The report also provides a critical evaluation of a peer coaching exercise based on Kolb's Reflective Cycle, highlighting personal characteristics, prospective growth areas, and advantages of coaching models like GROW and OSCAR.
The findings of this study show how adaptable it is to choose the best mentoring or coaching strategy for a particular person or business. It is emphasised the importance of continual professional development for people in the coaching and mentoring professions and the benefits of these practices for enhancing employee well-being and corporate success.
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[bookmark: _Toc151427183]Introduction
The dynamic field of coaching and mentoring in business contexts is examined in this research, along with all of its associated disadvantages. The study explores the ways in which different learning practices support organisational resilience and successful change management, highlighting the critical importance of these practices. It looks at what actually drives workplace change, defines terms like "resilience" and "change management," and examines the effects of badly handled transitions on workers. It also looks at the fundamental duties of line managers and the abilities required to succeed in coaching and mentoring roles. The effectiveness of these strategies in providing employees with emotional support, opportunities for skill development, and help with adaptation is examined in this research. Through an assessment of models like Kolb's reflective cycle and the instant pay-off model, it aims to offer insights on the applicability of coaching models and reflective practices in peer coaching settings.
 

[bookmark: _Toc151427184]Task 1: A Comparative Analysis of Coaching, Mentoring, and Learning Interventions in Organisational Contexts
Businesses are very interested in coaching as a holistic learning approach. Parsloe and Leedham (2017) define coaching as a developmental process in which a coachee—a subject matter expert—receives assistance from the coach in achieving specific objectives and improving performance. According to Alexandrova and Iskrev (2019), coaching is defined by the International Coach Federation (ICF) as an energising collaboration with the goal of enhancing individual and professional potential. Goal, reality, options, and will are the four stages that make up Sir John Whitmore's GROW model, which is a well-known coaching paradigm (Zeng et al., 2019). This happens when management helps people develop their professional aspirations and problem-solving skills.
As a learning intervention, mentoring is deemed superior to coaching by Boyatzis, Smith, and Van Oosten (2019). Mentors, who are usually more experienced, provide direction and support to mentees, who are usually less experienced, with an emphasis on both professional and personal development (Lai & Smith, 2019). Whereas coaching depends on preset frameworks, mentoring depends on natural interactions between the mentor and the mentee. One can mentor someone in a variety of ways, such as through official programmes, peer mentorship, or reverse mentoring (Cavanaugh et al., 2022).
In the matter of coaching vs. mentoring, Steelman and Williams (2019) maintained divergent opinions. While coaching concentrates on performance enhancement with predetermined goals and procedures, mentoring promotes personal growth and information sharing through longer, casual connections (Fillery-Travis & Lane, 2020). Mentoring promotes self-discovery, whereas coaching is more directive, providing solutions and direction.
Clutterbuck distinguished between telling, selling, participating, and delegating in his Four Styles of Helping paradigm (Grant & Atad, 2021). Coaching and mentoring primarily fall under the "participating" category and emphasise participant collaboration, in contrast to traditional training approaches that concentrate on "telling" or "selling" material (Rosen et al., 2022). These variations show the various ways that traditional training methods, coaching, and mentoring support learning and development.
Businesses profit from coaching and mentoring in the short and long term. Quantifiable returns on investment are produced by tangible outcomes like enhanced performance and skill development (Ouellet, Bouchard, & Thomas, 2022). Conversely, higher employee satisfaction, engagement, and morale are intangible advantages that boost an organisation's performance and encourage the development of a capable and driven workforce (Hussey & Campbell-Meier, 2020). People who have opportunities for both professional and personal development can advance in their careers and feel happiness in their job.
In conclusion, despite their differences, coaching and mentoring present special opportunities for development within organisational contexts. Mentoring encourages holistic growth via guidance and social contact, whereas coaching is more concentrated on performance enhancement and planned tactics. Both provide practical and intangible advantages that promote a positive work atmosphere and significantly influence the success of individuals and organisations.

[bookmark: _Toc151427185]Task 2: The Multifaceted Line Manager: Assessing Their Role as Coach or Mentor, and Essential Skills or Behaviors for Success
Workplace responsibilities that fall under the purview of line managers include management, leadership, coaching, and mentoring. According to Clutterbuck (2020), they must oversee everyday operations, manage their teams, mentor and instruct others, and act as coaches in order to foster both individual and team progress. Depending on the needs of their team and organisation, they must successfully switch between several roles, balance a number of responsibilities, and adapt to a variety of situations.
Utilising line managers as coaches and mentors has both advantages and disadvantages. On the plus side, they are acutely aware of both the unique requirements of the organisation and the dynamics of their team. This enables them to offer advice and assistance that is more precisely targeted, according to Garvey and Stokes (2021). The drawback is that it could result in power battles and conflicts of interest, which can inhibit open, sincere interactions between coaches and mentors. Additionally, line managers might not always have the knowledge or time needed to offer efficient coaching and mentoring.
To be a successful coach and mentor, line managers need to have a certain set of skills and attitudes. Active listening is one of the essential skills, according to Berry (2017). Supervisors must demonstrate empathy for their team members when they communicate their concerns and goals in order to achieve this. Landsberg's Instant Pay-off Coaching Model, the OSCAR model, and the GROW model all provide formal frameworks for effective questioning. Line managers need to practice asking open-ended questions that encourage others to reflect on their own actions and come up with solutions.
Adaptability is another important quality. Knowing when to transition from a mentoring role, which involves giving guidance and counsel, to a coaching role, which encourages self-directed development, is an example of flexibility (Cuyper, Vandermeerschen and Purkayastha, 2019). Line managers must adjust their coaching and mentoring approaches to each team member's individual needs. Fu et al. (2018) assert that good feedback is also necessary. Line managers must create a friendly, open workplace that encourages dialogue while offering constructive feedback that identifies both areas of strength and opportunity for development.
Additionally, a coach or mentor line manager needs to be persistent and forgiving. Coaching and mentoring require persistence and ongoing support; they are not quick fixes. According to Hughes, Qiao, and Orr (2020), SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) goals are essential for tracking development and evaluating the worth of coaching and mentoring relationships.
[bookmark: _Toc151427186]Task 3: Navigating Change and Fostering Resilience: The Role of Coaching and Mentoring in the Workplace
The ability to adapt, bounce back, and thrive in the face of difficulty or significant change is known as resilience. Resilience, according to Megginson (2017), is the capacity to maintain one's mental and emotional well-being in the face of difficulty. On the other side, change management is a deliberate approach to transferring people, groups, and organisations from their present state to a desired future state. Preparation, communication, and the use of tactics are needed to manage organisational changes successfully.
Change in the workplace is being driven by both enduring and recent elements. Market competition, legislative requirements, technological advancements, and shifting customer preferences are examples of contemporary motivators. Global catastrophes like the COVID-19 pandemic, the digital revolution, and artificial intelligence may all take the lead. According to Tiwari (2022), these elements produce a dynamic environment that necessitates continual organisational adaptation.
An unadaptable staff may experience problems. According to Johnson et al. (2020), poorly managed or communicated change can lead to employee resistance, tension, and anxiety. Employee morale, productivity, and engagement could all suffer as a result. Additionally, poorly managed change may reduce staff members' faith in management and negatively affect the corporate culture, which will ultimately hurt the long-term viability of the organisation.
Employee resilience and change adaptation are the main objectives of coaching and mentoring. Resilience coaching helps people develop the psychological and emotional coping mechanisms necessary to face challenges, claim Baker, Baker, and Burrell (2021). On the other side, mentoring offers a helpful relationship that gives guidance, inspiration, and a safe place for people to vent their struggles. The workforce gains from these programmes in a number of ways, including:


	Emotional support
	Improved problem-solving

	Through coaching and mentoring, employees receive emotional support during times of transition, which reduces the stress and anxiety brought on by uncertainty. This is supported by Tachtler et al. (2020).
	To help employees develop their critical thinking abilities and problem-solving techniques, they receive coaching and mentoring. This, according to Dashper (2018), is crucial for tackling the difficulties of change management.

	Skill development
	Enhanced adaptability

	Employees who receive resilience coaching learn how to handle stress, adjust to change, and control their emotions. People who build resilience are better equipped to handle the difficulties of a changing workplace, according to Giorgi et al. (2020).
	Coaching for resilience promotes flexibility, assisting individuals in accepting change as opposed to resisting it (Newman and Ford, 2020). Mentoring relationships can offer insightful advice for navigating transitions successfully.


In order for enterprises to succeed in dynamic and uncertain environments, they must underline the value of coaching and mentoring in developing resilience and managing change. By offering emotional support, skill development, improved problem-solving, and higher adaptability, these interventions empower the workforce to face the difficulties of change head-on, enhancing the organisation's overall success and resilience.
[bookmark: _Toc151427187]Task 4: Reflective Evaluation of Peer Coaching Performance using Kolb's Reflective Cycle and the Instant Pay Off Model
	Reflective Stage
	Description
	Personal Reflection and Insights

	Concrete Experience
	I took part in the peer coaching exercise as a coach, utilising the instant pay-off model. I helped a coworker set goals for her career and get through roadblocks. It is essential to consider how the COVID-19 pandemic has affected coaching and mentoring practices during this introspective process. The epidemic has altered the nature of interactions at work and in employee support networks. Remote work, loneliness, and high stress levels have a tremendous effect on relationships that involve coaching and mentoring. As a coach, developing a warm and growth-oriented environment has become more challenging when figuring out how to lead virtual coaching sessions. Recognising and meeting the unique needs of individuals working remotely has become essential.
	I felt involved and invested in my colleague's improvement during the coaching session. I liked helping people and listening to them. Finding out that my colleague's priorities were in order made me feel better. I was conscious of the moments when I found it difficult to remain concentrated on the coach's plan and would occasionally interject my own opinions.

	Reflective Observation
	After the coaching session, the observer gave me input on the advantages and disadvantages of my coaching approach.
	I came to learn that one of my coaching skills was creating a compassionate and understanding environment. I was good at helping people discover themselves by posing open-ended inquiries. However, I did come to the realisation that I must concentrate on maintaining objectivity and refraining from offering solutions too early. Additionally, my observer gave me tips on how to improve my active caoching skills and how to avoid interrupting the coachee.

	Abstract Conceptualization
	After giving the comments some thought, I realised how important it is to have a coaching mindset where the coach's goal comes first. I reviewed the Instant Pay Off Model's guiding principles once more to be sure I understood how to use it.
	I am aware that the primary objective of coaching is to support the coachee's ability to think critically and solve problems. I eventually noticed that the instant pay-off model places a high emphasis on helping the coachee find short actions that might be useful in goal setting and problem resolution. I ought to concentrate on building a coaching relationship in which the coachee drives the conversation, despite the limitations of the instant pay-off model.

	Active Experimentation
	By honing my active listening techniques, cutting out interruptions, and limiting my own perspectives, I hope to advance my teaching talents in the future. In order to determine which coaching paradigm best matches the way I coach, I also plan to explore GROW and OSCAR. The pandemic highlighted the importance of resilience and adaptability in coaching and mentoring courses. Since clients may encounter these issues, coaches need to implement strategies that successfully address their concerns about elevated stress, future uncertainty, and work-life balance. During this unprecedented period of transition, it is even more crucial for coaches to serve as their clients' mentors, sources of encouragement, and emotional support systems. Moreover, the shift to remote work has increased the need for better communication and technological skills in order to oversee online coaching sessions. Despite the physical distance, coaches must be creative in order to maintain interest, build rapport, and ensure effective communication.
	By mentoring additional people and offering my services for coaching possibilities within the company, I'll put what I've learned into practice. I'll actively look for chances to coach and get feedback so that I can keep getting better. I am conscious that my professional development and self-awareness must be ongoing.
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Using the "Will vs. Skill Coaching Matrix" from the Landsberg model allowed for a methodical evaluation of the coachee's willingness and capacity for putting solutions into practice during the peer coaching exercise. My initial observations indicated a strong desire to actively support my colleague's objectives and create a supportive workplace. I felt satisfied when I helped her overcome obstacles and made sure her priorities were in place. Reflective analysis, on the other hand, provided crucial information on areas that needed development (Hägglund et al., 2021). Figure 1: Landsberg model: The will vs skill coaching matrix

I found that asking open-ended questions and creating a caring atmosphere were helpful strategies for skill coaching. Now that they had more time, the coachee could investigate and draw their own conclusions. 


	Aspects for Improvement
	Observations
	Suggestions for Enhancement

	Active Listening
	Occasionally interjected personal opinions, needed improvement in attentive listening.
	Participate in activities or seminars that encourage active coaching, rehearse summarizing and paraphrasing to increase comprehension.

	Objectivity
	Had difficulty maintaining objectivity, occasionally offered solutions too early.
	Remind the coachee to wait to make judgements until they have had a chance to weigh all of their possibilities. Identifying your own preconceptions might be facilitated by reflective exercises.

	Coaching Agenda Focus
	Found it challenging to consistently stick to the coaching plan.
	Making agendas for meetings and using goal- oriented questions to reroute topics are two examples of time management techniques.

	Refraining from Solutions
	Sometimes jumped to providing solutions instead of letting the coachee explore.
	Encourage the coachee to use ways to solve difficulties on their own, don’t offer solutions until the coachee has thought through all of their options.



Figure 2: Personal Development Plan

But there was a big issue that arose when I would sometimes make my own recommendations, which would have hindered the coachee's growth. It was found that there are two key areas in which skill coaching has to improve: being impartial and delaying providing answers too fast (Koukpaki and Adams, 2020).
In terms of will coaching, I demonstrated that I was committed to helping my colleague along her journey and that I truly cared about her achievement. The difficulty, though, was staying focused on the coaching agenda all the time. There were times when I found it difficult to stick to the coaching schedule, which might have affected how productive the session was.
My analysis of my performance using the "Will vs. Skill Coaching Matrix" revealed that I was committed to creating a constructive and encouraging coaching atmosphere. It also revealed some serious flaws in upholding objectivity, reining in one's own influence, and making sure the coaching objective was achieved. This self-analysis highlights how crucial it is to improve my active listening techniques, get rid of distractions, and establish boundaries for my own beliefs in order to become a more effective coach (Yu et al., 2020).
Mentoring and coaching practices have been significantly impacted by the COVID-19 epidemic, necessitating greater technical proficiency, flexibility, and resilience. In light of these realisations, I'm actively looking for mentorship and coaching opportunities, and I use the feedback I receive to keep improving as a coach. I want to get better at helping people deal with change and uncertainty; therefore, I'm researching alternative coaching models like GROW and OSCAR. I also want to get better at adjusting to the changing demands of my coachees in remote work environments. To enhance my effectiveness as a coach, I must dedicate myself to both career and personal growth.
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This study examines critical evaluations, definitions, and discussions of important concepts as it conducts a thorough investigation of coaching and mentoring in professional settings. With an emphasis on the diverse duties of line managers, the value of resilience in the face of change, and the application of coaching models, the research looks at the skills and attitudes required for effective coaching and mentoring. The study highlights the advantages and disadvantages of these interventions as well as their crucial role in promoting organisational and personal growth as well as enhancing worker satisfaction, adaptability, and success in general. Research on peer coaching illuminates the intricate knowledge and continuous self-improvement that underpin these strategies. The study recognises the benefits of the Instant Pay Off approach, but it also emphasises how important it is to tailor coaching and mentoring approaches to the unique needs of each participant. This encourages flexibility and a strong commitment to professional development in this field.
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Appendice 1
	Aspect for Improvement
	Observations
	Suggestions for Enhancement

	Active Listening
	Occasionally interjected personal opinions; needed improvement in attentive listening.
	Participate in activities or seminars that encourage active listening; rehearse summarising and paraphrasing to increase comprehension.

	Objectivity
	Had difficulty maintaining objectivity, occasionally offered solutions too early.
	Remind the coachee to wait to make judgements until they have had a chance to weigh all of their possibilities. Identifying your own preconceptions might be facilitated by reflective exercises.

	Coaching Agenda Focus
	Found it challenging to consistently stick to the coaching plan.
	Making agendas for meetings and using goal-oriented questions to reroute topics are two examples of time management techniques.

	Refraining from Solutions
	Sometimes jumped to providing solutions instead of letting the coachee explore.
	Encourage the coachee to use ways to solve difficulties on their own; don't offer solutions until the coachee has thought through all of their options.


These areas of improvement during the coaching period highlight the need to sharpen active listening skills, maintain objectivity, ensure that coaching agendas are the centre of attention, and refrain from providing answers too fast. Participating in seminars, introspective practices, time management techniques, and coachee-led approaches can all help to increase the efficacy of coaching.
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