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Executive Summary:

In this report, we have discussed the differences and similarities between Mentoring and Coaching, as well as benefits of both. In this report, you will learn how line managers can act as coaches and what skills and behaviours they need to succeed. As part of the discussion, Coaches and Mentors were explicitly mentioned as being instrumental in building resilience and successfully coping with changes, as well as how Coaching and Mentoring support workplace change management. As a final example, a clear reflection was discussed as a coach during the peer exercise.
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Introduction:

The main objective of this study is to develop workplace coaching and mentoring skills. The deadline for the submission of our report is 8/12/23, which begins on 13/11/23. Defining and describing coaching and mentoring, as well as their practices and learning initiatives, will be the focus of the report. Furthermore, we will discuss the benefits and disadvantages of multi-facing line managers as coaches, followed by the skills and behaviours that will be necessary to achieve success in the future. The report will also discuss how coaching and mentoring can contribute to the development of resilience and the ability to cope with change. The report will present detailed reflections on one's performance in peer coaching using a reflective cycle and coaching models. In addition, the report will make recommendations on how to develop effective coaching and mentoring practices in an organization as well as how to create an environment that is supportive of learning.






















1. [bookmark: _Hlk152802573]Critically evaluate the similarities and differences between coaching and mentoring.
· Define coaching: 

“Coaching is a conversation with a purpose, also a space where someone can think through what is going on for them/an opportunity to do ‘great thinking’’ (Starr 2008, pg.15-27)

In coaching, techniques are applied to help the coachee reach their clearly defined goals. Coaches use open-ended questions to motivate and inspire commitment, raise awareness, and initiate thought (Grant, 2003). According to Evered and Selman (1989), the role of a coach, in short, is to assist the client in moving forward from where he or she currently is to where they would like to be in the future.

· Define mentoring:
"A mentor is someone who sees more talent and ability within you than you see in yourself and helps bring it out of you." (Maxwell 2008, pg.154-158)

According to Cafarella (1992), mentoring It is a process in which people with more                 experience and those with less experience develop personal and professional skills through the creation of meaningful relationships in which they can collaborate and share their knowledge and skills. On the other hand, Daloz (1986) believe that whether mentors it's illuminating our ways, interpreting arcane signs, providing warnings of dangers that may lurk, or pointing out beautiful surprises, their guidance illuminates our paths.

· Similarities and Differences between coaching and mentoring:

              *Similarities:

Coaching and mentoring both emphasize the importance of taking responsibility for one's personal and professional development as a core component of the process. Coaching focuses on providing support and guidance to help the individual identify and achieve their goals (Mcray,2015). Mentoring focuses on providing guidance, advice, and feedback to help the individual develop personally and professionally (Law, 2011). Both focus on helping the individual take ownership of their growth and development.

             *Differences:

Coaching focuses on developing a person’s skills and abilities, while mentoring focuses on providing advice and guidance. Coaching is more goal-oriented and task-oriented, while mentoring is more focused on the overall development of the person. Coaches provide tools and techniques to help people reach their goals, while mentors provide advice, guidance, and support (Sugimoto, 2012).
Coaches are more centred on the here and now and on the individual, while mentors are more focused on the long-term and on the group of individuals. Coaches are more concentrated on individual performance, while mentors are more focused on development (Whitmore, 1995). 


· Tangible benefits of coaching:

When we talk about tangible benefits, we are referring to things that can be observed, such as an improvement in behaviour, relationships, or performance at work, which can be observed (Grant, 2009). Tangible benefits are typically more immediate and easier to measure than intangible benefits, such as a sense of satisfaction or increased morale. They are also more likely to be appreciated by the recipient, as they can more easily recognise the immediate value of the benefit.

· Intangible benefits of coaching:

Coaches provide a range of intangible benefits, such as improved relationships, fostering of teamwork, facilitating communication, and increasing your career advancement. Research has shown that intangible benefits can enhance coaching efficiency, foster relationships between key stakeholders, and improve communication skills among coaches (Dembkowski, 2003). In addition, organisations can position themselves as employers of choice by providing intangible benefits, such as improved work-life balance and greater job satisfaction, to their employees. By offering intangible benefits to employees, the organisation can create an atmosphere of trust and loyalty, which can lead to increased productivity and better team performance. Furthermore, intangible benefits can also help to create a positive working environment, which can in turn lead to improved morale and job satisfaction (Du Toit, 2012).

· Tangible benefits of mentoring:

Mentoring can provide tangible benefits such as increased self-confidence, improved communication skills, and enhanced problem-solving skills. In addition, mentoring can also help mentees develop a better understanding of the industry they are working in, as well as gain valuable insights and advice from their mentors (Clutterbuck, 1992).

· Intangible benefits of mentoring:

Mentors who provide intangible benefits to mentees also improve their skills and develop their abilities (Searby, 2016). Making the work environment conducive to employee motivation and inspiration is key to motivating them to work harder in the future (Ramaswami, 2014).

2. Critically evaluate the line manager as a Coach/Mentor, including assessing the necessary skills and behaviours.
A line manager is a wilful and agentic human actor in a business organization, and many factors can affect the way he or she engages with the organisation, including their knowledge, skills, abilities, personality, values, beliefs, and social standing (Nishii and Wright, 2008). A line manager's performance can be influenced by their own expectations, as well as the expectations of their superiors, peers, and subordinates. Additionally, their level of experience, their level of autonomy, and the size of the organisation they are managing can also have a significant impact on their performance (Sikora et al., 2015).
· Benefits and drawbacks of Line Managers as coaches/mentors.

A company's line managers are often key to its effectiveness and profitability. A strong business is one that takes care of its line managers and gets close to both its executive leadership and its employees. In addition to leading their teams, line managers must also develop them. To foster employee growth, improve performance, and improve leadership skills, organisations should invest in coaching (Kepes and Delery, 2007). By providing line management coaching tailored to their needs, coaches help managers achieve their goals, overcome challenges, and unlock their full potential. In addition to improving employee engagement, productivity, and retention, coaching lines of managers can also create an environment for continuous learning and development (Hall and Torrington, 2006).

· Skills and behaviours needed for success as a coach/mentor.

Each phase of coaching and mentoring involves asking the right questions, listening actively, giving clear feedback, and structuring the session effectively. Before establishing a relationship between mentor and client, the mentor coach gets to know them, engages them, and agrees what the goal is. Coaches and mentors then adapt their coaching and mentoring styles based on current reality. A course of action at a pace that is comfortable for the client is then determined and committed to in line with shared expectations that might include training (Fletcher, 2012). Coach and mentor work together to assist the client to implement the agreed actions, to receive feedback from the coach, and to discuss what they have learned and how to apply the knowledge moving forward. As the mentor coach encourages the client to come to their own conclusions, he or she should do so with empathy and sensitivity. Emotional intelligence (SEL), which includes self-awareness, self-regulation, self-motivation, social awareness, and social skills, is required of mentor coaches (Hamilton, 2019). Having autonomy and shared responsibility for the achievement of the performance goal is essential for a good working relationship. Finally, confidentiality must be always maintained.




3. Critically evaluate the role of coaching and mentoring in building resilience and dealing with change.

Resilience: Whether a person is resilient or not is determined by how well they respond to stress. According to this definition, resilience is a learned behaviour involving coping mechanisms and can lead to a positive outcome when responding to a stressful event (Dolbier, 2010).

Change management: To achieve the required business outcome and to realize that business change successfully within the work culture, change management engages people in the process, tools, and techniques of managing change (Daft, 1997).

Several factors, including customers, markets, and technology, drive organisational change in many organisations. The most common problem is that most change initiatives fail to produce the objectives they set out to and may even have the effect of limiting an organisation's potential and people's abilities. People professionals must understand the issues and equip themselves with techniques to support change management initiatives to avoid the devastating and long-lasting effects of ineffective change management (Cobb, 1995).

Coaches and mentors are critical tools to help workers cope with relevant changes. Resilience plays a key role in improving performance. The coach or mentor is also available for support when needed, which greatly increases the possibility that the challenge can be overcome and that the individual will learn new skills and achieve the goal (Coch, 1948).

4. How did Coaching and Mentoring help organisations survive and thrive during the pandemic?

When a crisis strikes, mentorships are especially valuable for those who are directly affected. It has been a challenging time for doctors, nurses, grocery store workers, postal carriers, and other workers throughout the country during the Covid crisis. A mentor can therefore play a critical role in enhancing a person's self-esteem because they offer a stabilising force, helping them talk themselves down in times of fear, or confusion (Dahl, 2011). Taking care of yourself is often skipped as a first step when mentoring during stressful times. When you do not have your own emotional defences, you can't provide emotional support. By offering emotional and practical support to your mentees, you will be able to help them succeed.

5. Critically evaluate your own performance in the peer coaching exercise with reference to relevant reflective cycles and the coaching model used.

The Gibbs reflective cycle model is a structured approach to reflection used in professional learning and development. It consists of six stages: description, feelings, evaluation, analysis, conclusion, and action plan. The cycle encourages the user to reflect on an experience, consider the implications of the experience, and how the experience can be used to inform and improve future practice (Wilding, 2013).

With my coaching experience and skills, I can continue to learn in the long-term, thereby achieving more significant results in the future. It has been found that the instant pay-off model supports improvement in performance and develops the skills needed to access better opportunities. Using coaching means looking at the current situation and exploring the possible avenues for individual development. It has been my experience that coaching and mentoring are crucial to developing an individual's abilities and potential to create opportunities to succeed. It is essential for mentors to develop appropriate skills and behaviours for their mentees to develop their abilities and experience to achieve better outcomes. It is challenging for coaches to receive feedback from their mentees. My experience with coaching has been to enhance their performance and knowledge to solve their problems. As well as providing in-depth ideas and instructions with a view to improving their skills and utilizing their strengths, self-awareness and decision-making are also issues to consider during the overall model. My personal and professional development has been significantly boosted by coaching, which has helped me achieve my goals by developing skills and experiences, also helping me to create an action plan.



Conclusion:
In conclusion coaching and mentoring both emphasize the importance of taking responsibility for one's personal and professional development. Coaching focuses on providing support and guidance to help the individual identify and achieve their goals, while mentoring focuses on providing guidance, advice, and feedback to help the individual develop personally and professionally.
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