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[bookmark: _Toc89630612]1.0 Introduction
	This report aims to critically evaluate the similarities and differences between coaching and mentoring compared to engagement and training within an organizational context showing their tangible and intangible benefits. It also presents an assessment of the role of line manager as a coach / mentor including the necessary skills and behaviour. The second part of the report shows the role of coaching and mentoring in building resilience and dealing with change, and finally presents the reflections from the peer coaching exercise on how I performed as a coach.


[bookmark: _Toc89630613]2.0 Main Findings
[bookmark: _Toc89630614]2.1 Similarities and differences between coaching and mentoring
	The notion of coaching as a discipline of study appeared in the 1990s. (Passmore & Theeboom, 2015) A definition is important for practice to clarify what the client expects from the coach. Whitmore (1992) considered coaching to be "an unlocking of a person's potential to maximize their own performance."
	Taking Whitmore's definition, International Coaching Federation, one of the largest credentialing organizations for coaches in the world stated: “Coaching is a partnering with clients in a thought-provoking and creative process that inspire them to maximize their personal and professional potential.” Coaching aims to produce optimal performance and improvement at work, (CIPD, 2021)
For example, a coaching program for students was approached at Tyne Hospital in New Castle. Students were empowered to be proactive and take responsibility. They were supervised by a senior nurse who allowed students to find solutions in a practical environment. (Royal College of Nursing, 2019) Coaching has been beneficial both for patients who have felt safe with more students caring for them, and for students who have improved their skills by becoming more competent.
Over time, more and more models have been discovered. The most used are GROW, OSCAR, Instant Payoff, FUEL, CLEAR, STEPPA, etc.
GROW Model was developed by Sir Whitmore in the 1980's providing a basic understanding of the structure of coaching sessions. The four steps are defined Goal, examine the current Reality, explore possible Options, and obtain the commitment (Will do.) for the required actions. (Austerity Health, 2020) The benefits are simple and flexible to use, employees are involved and become more efficient at work maximizing productivity in the organization. Most successful companies including Google teach their managers to use GROW.                       On the other hand, focusing on the desire to get the coach to act the coach does not explore the underlying issues and may overlook increasing the awareness of the coach.
OSCAR, initially described by Gilbert and Whittleworth in 2002 is one of the major coaching models based on solution-focused approach rather than focus on problems, consisting of five steps Outcome, Situation, Choices, Actions, and Review. Using this model brings within organisation a set of advantages: the collaborative approach, emphasis on progress and creativity, can focus on small steps and can be used as a set of tools. The disadvantages of the model are the difficulty of maintaining a balanced dialogue between coach and coachee and there is a risk of focusing on a single element, for example Affirmation, omitting the negative aspects. (MindTools, 2021)
Instant Pay- Off approaches the coaching session starting from the problems, defining the desired result, then analysing the blockages that may occur, a brainstorming is triggered to find solutions. Instant Pay is easy, it doesn't take much time and knowledge to build someone's skills and it is useful when the employees are not getting a job done. But the model can work only if is delivered well. (From Art to Finance, 2013)
	 Audrey Collin defined mentoring a “protected relationship in which learning and experimentation can occur, potential skills can be developed, and in which results can be measured in terms of competencies gained". (Gibbons, 2002) Another definition was given by Professor David Clutterbuck, one of the pioneers of coaching and mentoring “Mentoring involves primarily listening with empathy, sharing experience (usually mutually), professional friendship, developing insight through reflection, being a sounding board, encouraging".
Coaching and mentoring are effective development techniques to improve an individual's job performance. There are similarities between them, such as:
Trust between the parties and the desire for development,
Discussions on setting and achieving goals,
Knowledge sharing,
Focus on both sides in career development,
Ability to reveal the potential of the individual.
     The figure below shows the Coaching / Mentoring Spectrum
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 Coaching is at the non-directive spectrum focusing on actively listening and asking open-ended questions, while mentoring is situated at the directive or `pushing `end of the spectrum. (Fiona, 2021)
The differences between coaching and Mentoring
	
	Coaching
	Mentoring

	Purpose
	Helps employees develop skills, a better self-awareness and to achieve goals.
	Contributes to gaining expertise in a field and explains to the employee what the culture of the organization is.

	Focus
	On the employee`s performance 
	On career development

	Type of situations
	It is addressed more to managers not for personal or remedial situations
	New staff, new managers, individuals promoted

	Outcome
	Specific and measurable
	More interest in overall development of the mentee.

	Advantages
	Increases credibility, objectivity and confidentiality.
	Uses organisation`s resources and gain satisfactions developing others.

	Disadvantages
	Coaching Quality and relevance cannot be assessed.
	For good results it takes time, structure and supervision.

	Cost &
Time
	External coaches
Coaching Arrangements are no longer term
	Direct cost: training of mentors 
Indirect cost: time commitment from the mentor



Comparing coaching and mentoring with other two learning initiatives employees` engagement and training it can be seen that they have the same purpose of improving the performance of the individual. (Engage for Success, 2012)
Advantages of Engagement and Training
	Employees Engagement
	Training

	Increase motivation
	Trained staff is motivated to do the job well

	Trust and creative work

	Quality of work

	More value for employees
	More independent staff frees up others time

	Employees gain a sense of importance
	Building relationship[

	No more staff is needed
	New skills for employees

	Increase their capacity to work
	Strengthen moral of workforce.



Disadvantages of Employees Engagement and Training
	Employees Engagement
	Training

	Risk of information leakage
	Time consuming

	Regular updates
		Expensive costs for company

		Expensive costs for company
	

	
	


	

Tangible benefits of coaching and mentoring mean business/Individual goals and intangible benefits are behavioural results.
	Tangible Benefits
	Intangible Benefits

	Improved work performance
	Improved self-confidence

	Increased Quality
	Developed/improved communication skills

	Increase employee’s engagement/Reduced turnover
	Improve relationships

	Improved Customer Service and reduced complains
	Reduced conflict

	Improved business management
	Improved work/life balance



An interesting fact was observed by researchers that `intangible benefits are driving the `tangible ` results. (Johnson, 2019)
[bookmark: _Toc89630615]2.2 Critically evaluate the line manager as a Coach/ Mentor
With the advent of coaching in the business environment, the responsibilities of the line manager in the organization have changed to meet the current requirements. Nowadays, a line manager, or `first line-manager` is supervising and directly managing employees and he/she have to carry out several management responsibilities: daily people management, providing technical expertise, allocation work and rotas, dealing with customers, managing costs, developing team members.
More than that, a line manager has to monitor how his/her team is working, if they respect the required rules, and to support people`s wellbeing and preventing illness. (O`Dell, 2019)
In addition to all these responsibilities a line manager is now a coach within the organisation. This adaptation of the role of a line manager is an efficient solution, considerably reducing the time and costs of the company.
The first two benefits are already low cost and time flexibility. Another benefit is that a line manager knows the culture of the organization. The line manager can also spend time observing coachees in different behavioural, work, relational situations. According to elite COMPASS (2015), 57% of organizations will expand internal coaching, and 59% of leaders have expressed a preference for an external coach and only 12% have opted for an internal coach. 
Positive feedback also emerges from the 2009 ICF Annual Report which shows how coaching benefits individuals and organisations:
-80% coachees increased self-confidence.
- 70% coaches improved the performance at work, relationship, communication skills, and 
- 86% of companies recoup the investment on coaching.
However, leaders are not content with internal coaching some expressing distrust suggesting that: “Using an internal person as a coach is a lot like a dental hygienist performing oral surgery.” (elite COMPASS, 2015)
As not all opinions are the same, there are disadvantages to using an internal coach as a line manager:
Coaching requires skills such as integrity, confidence, emotional maturity, active listening and collaborative relationships. To be an effective coach, basic interpersonal skills require some adjustments. (Peltier, 2020)
Coaching hours will overcrowd the line manager program, making time management difficult.
Line manager needs connections to various coaching organizations
	 
[bookmark: _Toc89630616]2.3 The role of coaching and mentoring in building resilience and dealing with change

Resilience is the ability to bounce back, again and again, with every obstacle we face. (Ackerman, 2021) According to Mind Tools (2021) “resilience is the ability of people to adapt and come back when things don't go according to plan”. In other words, resilience means the ability to positively adapt and grow with change. (Ogilvie, 2021) According to psychologist Susan Kobasa, resilient people have three key characteristics: challenge, commitment and control.
Nowadays one of the most critical success factors is change management.(smarp, 2020)  “Change management is a systematic approach to dealing with the transition or transformation of an organisation’s goals, processes or technologies.”(Pratt, 2019) According to ASQ (2021) “Change management is defined as the methods and manners in which a company describes and implements change within both its internal and external processes.”  
A change driver is the pressure that brings change into an organisation internal or external. (Spacey, 2018) The list of Stacey's 20 driver changes includes: Organizational Culture, Leadership, Technology, Customer Preferences, Regulations, Economic Environment.     Another point of view of driving workplace change is Jones (2016) after an analysis of the perception of employees in 13 countries towards change, thus finding five drivers: Freedom, Knowledge, Stability, Self-management, Meaningful work.
Poor Change Management will negatively impact the workforce.
To avoid such a situation, organizations can turn to coaching and mentoring, which can help build the resilience of the workforce to be prepared to deal with change. By not reading a book an individual becomes resilient. A more personal, individualized approach is needed. Here, mentors and coaches can help, and the role of the coach is easier because they usually work with people whose main goal is change, while mentors address career-focused people. (Lindenberger and Sepe, 2006)
Coaching and mentoring improve communication skills because under changing pressure communication must be clear, open and heart-to-heart. 
Other benefits of coaching to build workforce resilience are focused on people and making individual goals common to company goals. It also builds a collaborative culture and creates resilient leaders.


[bookmark: _Toc89630617]2.4 Evaluation of my performance in peer coaching exercise
The last part of this report will present Verginica's personal reflection as a peer exercise coach. This peer exercise was a challenging for all three members of the team: Audra, Tracey and Verginica. There were face-to-face and online meetings to practice the scenarios. The scenarios have changed in almost every meeting. 
The coaching session was designed to use Lansberg's model, Instant Payoff. The problem was identified and then allude to the desired outcome of the expected coachee. Possible obstacles and barriers that may arise change of management style from coachee and the need for training staff were discussed. Audra was guided by coach Verginica to find a set of solutions suitable for her problem low morale, and poor motivation for employees.
Most of the questions were thoughtful and challenging with a mix of open and closed questions. During the coaching session both sympathy and empathy were evident although at times rapport between coach Verginica and Audra. There was clear evidence of eye contact and focused throughout but there was a little reading although and there was attempts at pause while coach Verginica was proving questions. Coach Verginica demonstrated a good listening to the coachee creating a relaxing atmosphere that would allow the coachee to feel relaxed and focused on finding solutions.
 Coach Verginica demonstrated a good listening to the coachee by creating a relaxing atmosphere that would allow the coachee to feel relaxed and be honest and focused on finding solutions by realizing her strengths and weaknesses. Thus, the desired result was achieved, and the next coaching session was planned. 
Overall entire experience with this peer coaching enjoyed both the coach Verginica and The coachee Audra. The balance of time between coach and coachee was good throughout the interview. 

[bookmark: _Toc89630618]3.0 Conclusion
	In conclusion, in the 21st century, coaching and mentoring have become important activities in a business. Both help managers to improve performance in the organization, as well as employees by increasing commitment, confidence and personal skills development, resulting in improved individual performance. Coaching and mentoring are very effective for small organizations mainly through internal coaching and are also effective for other organizations using external coaching. In the future, coaching and mentoring will be further developed because managers have realized their effectiveness and effectiveness
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