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Executive Summary
Within this report, there has been identified that coaching and mentoring is what organisation’s need to better the performance of the team, the critical analysis showed that there are similarities between coaching and mentoring and other intervention such as training and job shadowing however highlighting the differences between them. This report considered the tangible and intangible benefits that coaching and mentoring had to offer different teams within the organisation’s, it has critically evaluated the skills and behaviors that line managers needed to be coaches and mentors of teams of employees. Within the report, there was a critical assessment done for the advantages and disadvantages of a line manager doing the coach and mentor role. The report looked at the importance of building resilience and change management, and how organisation’s need to deal with change effectively, whilst external factors affect the change that happens within the business. It has also examined the performance of myself within the peer’s exercise and on how well I thought I performed, it has highlighted my strengths and weaknesses as my role of coach. It has provided a Personal Development Plan on the skills I believe I could improve on and the areas I felt confident in during the exercise.





















Content page
Introduction………………………………………………………………………………………………………………..pg 4 
Main findings……………………………………………………………………………………………………………pg 5-9
Conclusion………………………………………………………………………………………………………………….pg 10
Reference list………………………………………………………………………………………………………. pg 11-13


























Introduction
This report will provide a critical evaluation of the similarities and differences between coaching and mentoring as well as other learning interventions. It will consider the tangible and intangible benefits of coaching and mentoring to an organisation and will evaluate the skills and behaviours of a line manager as being a coach and mentor. It will undertake a critical assessment of the benefits and setbacks that a line manager will face when doing the role of coach and mentor, it will also be looking at different theories and models used to help support and guild coaches and mentors. It will be looking at what is meant by building resilience and dealing with change within an organisational setting, and how having certain drivers of change will help from both external and internal factors. It will give a critical evaluation of the performance that was given within the peers coaching and mentoring exercise and will highlight the strengths and weaknesses of the coach. The report will provide a personal development plan of the skills and need to be improved and the skills that the writer thought she excelled in. 






















Main Findings
5.1 Coaching and Mentoring 
Coaching encourages employees to produce the best performance and ensure the quality of work is produced. It ensures that individuals focus on certain skills and objectives, if employees are coached it may help build on personal attributes like individual’s confidence. Coaching is usually for a set period or forms the basis of an ongoing management style created. (CIPD. 2021). 
 At Asda coaching is carried out with on-the-job training where the company have specific individuals to oversee what the other employee is doing right or wrong and giving direction in the right way and is done during employees shifts. (Thetimes100. 2021).
When employees are mentored is it a process that is used to support and help individuals to use skills that the employee already has, to gain maximum potential for the task in hand. It will also ensure that the individual will develop existing skills to better improve the performance ensuring more knowledge within the role. (Reading.ac.uk. 2021). 
Mentoring at Asda is extremely important it is why the company came up with a program called the Mentor program, it is used to ensure that support is given to employees to gain vital skills needed in certain departments. This mentor program has helped many employees excel and gain extra skills that are considered important. (Postalnet.com. 2021).
Many other learning interventions are training, job shadowing, performance management. These are also important for the company is engaged in, training gives employees the right skills for the job ensuring job satisfaction for both employees and the company. These will all have benefits to employees and the organisation, training employees to gain new skills and develop old skills will better the performance for the job and will lead to increased productivity and more knowledge. (The Economic Times. 2015). However, training may be costly for employers and the employee may leave with the knowledge gained from the training that was received. Job shadowing is another way of training employees but without the expense of hiring someone to come into the workplace, job shadowing can be done by another employee that already has the experience and can therefore train another or new member of staff to do the workload. It is said that this way can have its faults like any other form of intervention this is a way for employees to start to get more of a feel for the role but can also be a disadvantage as sometimes it may not be classed as work experience. (College Raptor Blog. 2020).
OSCAR and GROW Models  
Organisations use different coaching and mentoring models such as OSCAR Model and Grow Model, these have been designed to help companies stay on track and focus on the end goal whilst looking at what the obstacles that the company faces. The GROW Model was developed in the (1980’s) and is very effective even in today’s businesses, it allows companies to create goals and objectives for a coachee with the reality of any obstacles the coach may face but ensuring the possibilities, strengths, and resources to achieve this and the actions of success to be always focused on. (Performance Consultants. 2021). It is said that the GROW Model is the most effective model due to it being simple to follow and has great results. The OSCAR model is a lot like the GROW model but focuses on the outcome result at the beginning and sets out what the current situation of the coachee is, this model focuses more on the coachee and gives the space that is needed for them to develop. Within this model, the employee being coached are given the support that is needed from the manager or coach for the short- and long-term development. (toolshero. 2019).
Training and Job shadowing
Job shadowing allows new employees to gain vital skills whilst on the job, it can also be used to ensure that existing employees can gain new skills in different departments of the organisation. This is a way for new and existing employees to shadow another experienced employee that knows the role and pass the knowledge of the role on. (The Balance Careers. 2021).
Training is vital for any role in any organisation, it allows the coach or mentor to understand what skills are needed to be worked on. It enhances the individual’s performance and boosts productivity within the workplace, also improving the culture of the organisation. (Maryville Online. 2021).
Tangible and Intangible benefits to employer and employee 
Tangible benefits to employers are that a well-coached and trained employee will better improve the performance leading to better productivity and increased sales and profit for the company. The benefits to the employee will be that the employee will have more confidence in the role and add to the level of motivation ensuring a happier attitude to the task. 
‘Training helps to make people more confident in their role, which directly improves morale. It is important in maintaining morale that staff are trained equally.’ (Project Skills Solutions. 2013).
5.2 
The line manager as coach and mentor 
As a line manager, there is a lot of responsibility to take on, line managers are extremely important to the company’s an often given the role of coach and mentor to help with training new employees. The role of line manager has many multiple tasks under one job title, to be an effective line manager requires individuals to be understood by the line manager this way the employee and line manager get the best performance on all tasks. Getting all the information that is needed is vital for the support of all members. (reed.co.uk. 2020).
Benefits and drawbacks of a line manager as coach and mentor 
A line manager has many duties to focus on within the line managing role, a line manager can play the roles of coach and mentor whilst also leading and managing a team of employees. There are many benefits to the line manager engaging with coaching and mentoring and usually, the line managers are the first to engage with new employees and show them how the workload is done and the appropriate set-up to follow, and often put in place mentors for the new employees to job shadow to ensure the correct process is carried out before working independently. It can also benefit the company for line managers to become coaches and mentors as this allows the team to share different tasks and other departments keeping employees engaged with the tasks and skills required for this. Another benefit of this is that a line manager can also recommend certain employees for promotions within the workplace, knowing employee’s strengths and weaknesses gives the line manager the experience to ensure the right person for the job. (Development Academy. 2021). However, there are barriers and disadvantages of the line manager taking on the role of coach and mentor, Elisabeth Goodman's Blog. 2020 says that if a line manager does not have certain skills such as integrity and the inspiration to trust, have the emotional maturity or intelligence then the role of coach and mentor will not be able to be performed effectively. 
At Tesco they like the line managers to be adaptable to different departments to coach and mentor employees to ensure that the work produced is done the Tesco way, this allows the company to save money on bringing an external company in to do this. Tesco says that the line managers of the company ‘play an active role in succession planning and spotting talent from the store, mentoring, coaching and supporting others to achieve that next great opportunity.’ (Roi.tesco-careers.com. 2021). 

Skills and behaviours needed for coach and mentors
To become a successful coach and mentor, it is said that certain skills and the right attitudes are required. Having a very clear and positive approach to tasks will ensure that employees will understand and focus more on the job, it is believed that coaches and mentors need to be very supportive of the coachee to enhance job efficiency whilst putting full trust into the team. (Skills you need. 2021).  
What is Resilience 
Resilience is ‘the ability to cope with the ups and downs and bounce back from challenges. In a workplace setting, this can be applied to employees’ abilities to manage anything from a tough workload to frustrating colleagues.’ (Headsup.org.au. 2015).
Change management 
‘Change management is the application of a structured process and set of tools for leading the people side of change to achieve the desired outcome. Ultimately, change management focuses on how to help people engage, adopt and use a change in their day-to-day work.’ (Prosci.com. 2021).
Drivers of change
When external factors such as politics and law change are done it impacts organisations, coaching and mentoring through these changes are essential if the business to be a success. When new rules become mandatory organisations need to ensure that coaches and mentors understand what to in force within the team and that all employees are supported through these changes. (Employment-studies.co.uk. 2021).
Poorly managed change impacting the workforce
 A poorly run workforce is not what any coach or mentor wants, this can impact the company’s goals and objectives. Having a poorly managed team will cause delays within the project and targets not being met, it can be very costly with an overrun of the total amount, also posing the risk of resistance and project being cancelled due to resources not being made available. Resulting in the failure and abandonment of the project. When running a project coaches and mentors need to ensure that all changes with the teams are communicated. (Creasey, T. 2021). If the team are not consulted with any changes that are to be made it can cause conflict, lack of enthusiasm, it will demotivate the employees. 

Building resilience through coaching and mentoring 
 Building resilience within coaching and mentoring encourages the workforce to deal with change that is happening more effectively and ensure that everyone focuses on the task whilst obstacles may surface. A coach or mentor is there to ensure the team deals with changes by communicating effectively, when a coach is building resilience with a team one of the most important factors is that the coach will be preparing the workforce for the future and communicating any small or big changes that the team may face whilst ensuring the team is trained and kept up to date. (Nurture an Engaged and Satisfied Workforce | Vantage Circle HR Blog. 2020).  Models and theories that may help coaches and mentors to ensure that this is done effectively are the Lewin (1947) model of change and the Kotter 8 stage of change (1996) models, both these models ensure that change is managed correctly. 
5.4 Own Reflection
 Whilst undergoing a project with my team I played the role of coach, this allowed me to coach and mentor a team member. As I reflected upon this project, I referred to the GIBBS (1988) reflective cycle to ensure that I participated in all areas to help coach my team member, I felt the experience of being the coach went very well and I communicated with my team at all stages of the project ensuring that any changes that were made were reflected on as a team and everyone knew what the were doing. The experience was very enjoyable and interesting to learn new skills that I previously did not have due to not having coached before. Along the way, there were obstacles that I overcame and quickly adapted the project, however, as GIBBS (1988) says you must have an action plan for everything so I analysed all areas of the project and experienced a better outcome as a coach and will ensure to use my coaching skills to better perform this role in the future. I also ensured that I asked my coachee the right questions and probed for a better understanding and solution rather than just telling my coachee what was needed to be done this allowed me to gain a better understanding of myself and ensure the appropriate actions were taken. (The University of Edinburgh. 2020). When doing this exercise as a coach I used the Lansberg (1996) model where I ensured to get all background information of the coachee and asked questions to find out what the desired outcome would be for the individual, this model ensured me to examine any blocks or obstacles that were stopping the coachee reaching their best protentional. We both brainstormed over what could be done and ended up coming up with an action plan that suited the coachee, I put in place steps for the coachee to follow to ensure that their desired outcome could be kept on track. 
PDP Table 
	Objectives/areas of development
	Measures
	Priority
	Support and development 
Internal/external
	Review dates
	Other comments 

	Job shadowing 
	Find a more experienced coach and ask if I could job shadow 
	Medium 
	Internal 
	6 months 
	Speak to management about shadowing.

	Attend a training programme online 
	Ask management if a coaching activity can be arranged 
	High 
	External 
	3 months 
	Put training into place with management.

	Research other theories 
	Look at other theorists and models to ensure that the most effective one is used
	Low 
	External 
	12 months 

	Research in own time for different ways to ensure the best result. 

	Build on my action plans to give more to the coachee  
	Ensure that my skills are up to date for the coachee 
	High 
	Internal 
	Review in 1 month 
	Improve my skills on further helping the coachee with planning. 




 











Conclusion
To conclude this report, the writer has undertaken a critical evaluation of the similarities between coaching and mentoring and different intervention such as training and job shadowing however highlighting the differences between them. It has highlighted the reasons that coaching and mentor are effective for all organisations and that if done correctly coaching and mentoring can help any organisation sore. This report has considered the tangible and intangible benefits that coaching and mentoring had to offer different teams within the organisations, it has critically evaluated the skills and behaviours that line managers need to become coaches and mentors of teams of employees. Within the report, there was a critical assessment done for the advantages and disadvantages of a line manager doing the coach and mentor role. The report looked at the importance of building resilience and change management, and how organisations need to deal with change effectively, whilst considering external factors and how this may affect the change that happens within the business. It has also examined the performance of myself within the peer’s exercise and on how well I thought I performed, it has highlighted my strengths and weaknesses as my role of coach. It has provided a Personal Development Plan on the skills I believe I could improve on and the areas I felt confident in during the exercise. 
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