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[bookmark: _heading=h.3cyuk3o4iuzu]Executive Summary
This report has covered some areas by introduction with the coaching and mentoring description. Similarities and dissimilarities between the coaching along with comparison with other two inventions in the Clutterbuck’s four style is mentioned in the later section in the report. Line manager multi facing roles and requirements of behaviour and skills are added in the form of suggestion. Reflective cycle and coaching model is added that help to find out the process of best inventing the strength area and weakness area. At the last section a Personal Development Plan has been built up to understand the total process of how to develop oneself under the supervision of coaching. 
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[bookmark: _heading=h.30j0zll]Introduction
The report is about mentioning the importance of Coaching and Mentoring that helps for developing the abilities for one. The area under this report detected two other complementary areas like Networking and Guiding, comparing them with coaching and mentoring through Clutterbuck’s four styles. Multi facing role of line manager, drawbacks of line manager, assessment of skills and behaviours through coaching model. This report has given focus over change management and existing along with emerging drivers of change management. This report at last gives a brief idea about how to assess one's own performance as a coach through the use of Gibbs Reflective cycle and coaching model and prepare a personal development plan for further development in the coaching process. 


[bookmark: _heading=h.1fob9te]Task 1 Critically evaluation of Coaching and Mentoring with the other two interventions in terms of similarities and dissimilarities within the organizational Context
Coaching is a method by which one can get to the desired result under (Rauen, 2014) the supervision of the Coach and achieve the set goals. Here Coach helps the Coachee by defining the goals, finding out the best method to get to the result and revealing the hidden skills one by himself.  
Take for Instance, Mine Café is a Coffee house in the UK and manager of Mine Mr. Ford likes to reduce its organization’s employee’s absenteeism rate, who are less likely to attend meetings within time and schedule their meetings beyond the meeting time. Mr. Ford hired Mr. Gillway as a coach to guide them and Mr. Gillway took some classes, understood their behaviour, found out where they actually tend to give less time and why. Mr. Gill also forced the employees to set up their goals and forced them to find out the solution by themselves that reduces their absenteeism rate slowly. 
GROW model is a method of having clear picture about Coaching and way about how to best deliver the coaching approach to a person by step to step which starts with G = Goal, R = Current Reality, O = Obstacles and Opportunities, W = Will or Way forward 
Mentoring is a direct process of getting the desired result by (Alred and Garvey, 2019) guiding the person under supervision and sharing the skills and knowledge that can upgrade the person's skills. Like coaching here, the mentor process supervisor does not ask questions or get the things done by oneself rather giving the advice, feedback and raising the awareness in oneself. Example of Mr. Gill also visited campus and took 5 best students from university and shared with them his skills, knowledge about how to do business, how to best take the strategy when going for profit etc. Students get practical knowledge, add new skills by learning so many things and at the end of the day they become more productive than before. 
Similarities and Dissimilarities between Coaching and mentoring
Similarities
Both practices are helpful to get new knowledge and compact the knowledge in the respective field. Both are helpful for raising awareness and adding attributes in one self. Both raise productivity and reduce emotional attachment with non-rational things. 
Dissimilarities
Coaching is a non-directive way of guiding someone where Mentoring is a directive way for which someone is directing. Coaching process raises awareness by asking questions to the coach and forcing them to solve the question where in the mentor process sharing of knowledge is important. Coaching ends up with reflection of what has been learned where the mentor process ends up with raising the productivity about what has been learned. 

Comparison of Coaching and mentoring with other two learning initiatives by Clutterbuck’s four style:
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Figure 1: Sage Knowledge
Here in the Dimension framework (Martens, 2012) Coaching and Mentoring (Counsellor) both are discussed before but compared to that Facilitator or Networking is a process of adding with new people for having knowledge but with no specific direction like mentoring. Here direct supervision or guideline cannot be possible to have for a long time and have to face difficulties to retain in the network. But this process can help to input knowledge in a wide range only if the receiver person wants to have where Guiding or Care taker is the process of only giving the guideline and proper take care of oneself but the comparison with Coaching is here no force is given to find out the solution. No challenge has to be faced by the person under supervision and the bad thing is when the challenge is arriving the person faces difficulties compared with Coaching in handling the situation. 



 Tangible and Intangible benefits for employees and employers
Tangible
Productivity increases in terms of products rate high in case of business and boost up working rate in case of person. Best set up the designing of goals and strategy that gain the desired position (Get to the top in share market in case of business and become qualified employee in case of organization). Employees' absenteeism rate becomes low and employer’s promotions become easier. Employees achieve the desired target sales rate where employers get the highest revenue.   
Intangible 
Employees' basic needs become fulfilled and employer’s satisfaction gets its peak level over employees. Employee’s knowledge gets boosted and employer’s effort to team building gets easier. Employee’s quality becomes high and in return employers get high-quality performance. 
[bookmark: _heading=h.3znysh7]Task 2 Critically evaluate the line manager role as mentor/coach including the assessment for necessary skills and behaviour
Multi facing role of manager 
Line manager has to play the role in organization (Sears, 2007) as coach, mentor, network and guidance giving player for his employees. The roles under the situation are recruiter, training giving, performance appraisal, quality control, monitoring work process and productivity, providing technical guidance and handling the level request. As a Coach, employers are involved in day to day people management and monitoring the work process by guiding the employees and directing them to the proper way. As a mentor line manager involves in appraisal the performance by assessing the work and giving feedback to their performance. Line manager also does the job of monitoring the work process by telling the technical area where to improve and how to improve. Line manager does the role of networked by providing the link between the employees and employers.
Benefits and drawbacks of line manager
Benefits of having proper blueprint for the employee’s work, properly analysis the strength and weakness of employees, health environment can be created for employees, quality for employees improve and network in a wide range can be established with linkage between employees and employers. Drawbacks of conflict of interest arise, cost arises from conflict, personal interest of line manager can bring the grouping system among the employees.
Assessment of skills and behaviour need for mentoring and coaching under the coaching model
Coaching model consists of 4 components like Goal, Current (Dembkowski, Eldridge, Hunter and Whitmore, 2006) reality, Opportunities and obstacles, Wills and work forward. Now Julie wants to have got promoted within 2 years so now the coaching process needed by her is given through the situation. Three selective skills (Knowledge and Understand skills, Cognitive and Intellectual skills and Practical and Application skills) are needed for Julie to learn from her Coach.
Goal: As a part of coaching and mentoring, Julie's goal must be set up that consists of SMART characteristics. Knowledge and Understanding skills must be adopted by a coach where she will be helpful to get involved in the appropriate use of open, probing and closed questions. Coach can guide and ask for the suggestion if Julie is struggling with the solution of her situational problem.
Current Reality: Coach must make Julie capable enough to find out the reality of the situation, market research knowledge, communication state of employees and skills of becoming the team leader. Cognitive and intellectual skills must be possessed by the Coach under which focus must remain, Julie must pay good attention to the coach so that her focus will not be distracted. 
Opportunities and Obstacles: Obstacles in case of relation building with employees, between employers and employees, opportunities of how to expand the knowledge and lead a small team and the situation from which conflict of interest can arise. Practical and application skills must be possessed by a Coach that will help Julie to understand the body language, encourage her to remain in the appropriate energy level for ahead with the further project to complete. 
Will or Work forward: Finally, after the will is set to lead then she must have the skills to lead the small team for a particular project through which new skills and knowledge can be adopted by her.



[bookmark: _heading=h.2et92p0]Task 3 Critically evaluate the role of coaching and mentoring in building resilience and change

Resilience and change management
Resilience is the means of adapting with the (Pace et al., 2013) changing situations and quickly coping up with the difficulties. It is related to the mental ability and attribute ability of how to respond and cope up with the situation. Change management is the systematic process of transformation from one phase to another phases like goals, process, technologies.
Existing Drivers for bringing change in workplace
Freedom: Freedom of employees in the (Rasche and Rehder, 2018) workplace getting importance as 96% of the employees believe that freedom brings innovation, dedication in the respective work for the employees.
Knowledge: Employees access information, tools and engagement with situational factors to get their work done and to learn new skills. 98% of the employees have the consent that they will learn anything, anytime from any place through technology. 
Coaching and Monitoring: Coach and monitor help to develop the skills, understand where the gap is still and how to reduce the drawbacks of employees. 
Emerging Drivers in Workplace
Self-management: As the technologies are emerging people in the workplace are getting touched by that and can easily solve any situational difficulties by themselves. Technologies are spreading the information in all the levels of the organization making it easy to access the information to the employees and solving their problems by themselves. About 92% of the UK employees primarily rely on self help to solve the problems.
Innovation: Innovation for technologies, process, strategies and assets bringing the situation for the workplace to be flexible enough and adopted with the easy and new method. 


Poorly managed the change in workplace
Mainly the poorly managing the (Bateman and Snell, 2013) situation in the workplace results in three outcomes that broadly impact the organization.
Cost: Association of cost with poor change management results in the cost of losing the opportunities, investment opportunities and loss of opportunities in other projects. It raises the employees’ cost, reduces the profit rate and income opportunities further to the work station. 
Risk Associated: Risk of not reducing the cost, revenue not increased, efficiency not gained, not reducing the waste and market is not captured. These risks lower the market share value for the company. 
Company position down: The high cost of downing the position of a company in the market comes out as the result of poorly managing the change in the workplace. 
How the coaching and mentoring bring resilience for employees
Psychological flexibility: Coach or mentor can help to detect rigid behaviour and develop the mind to adapt to the change by reducing the mentality of rigid behaviour. It helps us notice and accept our thoughts, feelings and mind adaptation to what we need for our longer term goal.
Association with contextual behaviour: Coaching and mentoring process can give the employees situation what is needed to develop their behaviour and give challenge to their employees to detect their fault area. It is also needed to inspect whether advice and suggestion goes right for the employees. Based on the situational behaviour easily it can be detected who is to be the best in case of handling and who needs to be taken care of for the further situation. 
PDP: coach or mentor can suggest developing the personal development plan and help to detect the area where to improve. 


[bookmark: _heading=h.tyjcwt]Task 4 Critically Evaluate the own performance by using reflective cycle and Coaching model
Gibbs Reflective cycle for self-assessment (Hayes et al., 2017) as a coach engaging with group assignment for a project.
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Figure 2: Website.com

Description: Me and two others student in group, we had to choose three different topic that we want to improve our self. We had to coach each other using Instant Pay off Coaching Model (Ref: Landsberg, M.(2015) . We decided our topic and described our problems. We did not set up a clear time for each other but managed to finish work on time.
Feelings: I was quite happy to finish the work according to how we expected. 
Evaluation: Overall all members of the group did their part. We all worked hard as a group but sometimes I felt I had updated the group everything, no one else is making the effort.

Analysis: We presume that we had given good effort in time but in reality, it could be more. There is also a lack of group thinking that is thought in a similar way. 
Conclusion: I learned from here that what we need is to brainstorm as a group before starting work. We need a framework for how each section could look and there is a need for similar thought when working as a group member. 
Action plan: When next time I will work I will talk with them first for detecting their strength and enhancing though similarities. Before going to work we need to stand at one point with a similar opinion about what we are expecting from the work. 

PDP (Personal Development Plan)
	My SMART goal
	Strategies 
	Resource Required
	Monitoring the progress
	Target Date 
	Achieved Date

	Attend a training session for improving my public speaking 
	Complete some relevant courses or training on public speaking and presenting
	£600 require with three weeks
	Booked my training course that is going to occur next month. Ask my peers to evaluate my performance and detect where to improve with my strength area.
	4 months
	Should be completed before 4 months as there is a further analysis need for further developing the personal development plan



Model Selection: I would like to go for (Noel and Dotlich, 2008) GROW model for coaching rather than Instant payoff model as instant payoff model is fast and only goes for the desired result where current situation analysis is not paid much attention. GROW models set up goals that define the exact situation where to go, analysis the recent situation that help to identify the strategies to adopt, Opportunities are detected well on the basis of analysis and will or desired destination is selected on that. 
Self-Analysis
By developing a Personal Development plan, I will assess my improvement and engage myself with the situation that can detect my improvement. 
Improvement of Coaching skills: Good listening skill to develop, Watch the body language properly, measure the communication strength, be open minded and non-judgemental and be supportive and challenging. 
[bookmark: _heading=h.3dy6vkm]Conclusion
Coaching is a method of helping one in their activities and development of skills where one can find out the lacking of skills, how to set up the goals, method of best approach to get to the goal and self-improvement ways. Mentoring is slightly different where proper guidance is made with the feedback. Reflective cycle is added here to focus over the process of how to assess the self-improvement and coaching model helps to develop the process of improving the skills day by day. Workplaces need to develop minds and a wide variety of skilled persons who can bring influence over their work method for which taking and learning coaching and mentoring methods is necessary. 
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