


Executive Summary 
Mentoring employees can bring inspiration to an individual and many rewards to an organisation. It can highlight positive traits, strengths and can help build confidence, but is it enough to deal with organisational change and the stress that comes with it? Coaching can master resilience and can emphasise mental protection to deal with unforeseen difficulties. Each person holds the power of resilience, having the guidance and strategies in place towards a goal can maximise individual potential and focus to prepare each day to face the challenges of the evolving world we live in. 
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Introduction 
This report has been requested by Julie Thomas, University of Saint David’s Trinity on the 10th December 2021.
The purpose of this report was to research, define and critically analyse five tasks of what coaching and mentoring consists of within a workplace.
The models and frameworks discussed are GROW, OSCAR and Instant Pay Off. These models are utilised to breakdown coaching and mentoring sessions, to bring structure and control specifically for managers and coaches. 
Comparing the differences and similarities can point out benefits and drawbacks of using the models. Understanding the Tangible and Intangible measures of coaching are imperative to achieve positive outcomes.
A personal reflection is also reported to demonstrate how well the models can be used in simple strategies for quick problem-solving solutions.















Main Findings
Coaching and Mentoring 
Using frameworks and strategies within coaching and mentoring can help overall organisation performances. Models such as OSCAR, GROW and Instant Pay Off are there to help form a structure for a coach or mentor to steer an employee in the right direction of where they want to go. 
Coaching   
According to Landsberg (2015, pp. 1-6), coaching is boosting employee’s effectiveness, inspiring others to improve and develop interpersonal skills. Clutterbuck (2007, p. 9.) explains coaching history was understood as ‘coaxing’, progressively encouraging development performances and learning abilities in others. Koss (2020, pp. 19-30) has similar views and explains that coaching helps to lead others to unleash their skills and accomplish desired results. Encouraging intrinsic motivation within an employee, will demonstrate benefits longer term. However, Carver and Oath (2017, pp. 1-25) argue that coaching is defined as to ‘train intensively as by instruction and demonstration’.  Whist directive coaching has changed over the years, traditional Top-down and ‘telling strategies’ were used to micromanage, although these strategies still occur today, Keen et al. (2017, pp. 95-98.) and Ibarra and Scoular (2019) report that leading and coaching are best for finding personal potential. Using Non-directive approaches, guiding, supporting and unleashing employee’s strengths rather than instructing.









Mentoring 
The Mentoring Institute (2014) claims that mentoring came from Greek mythology, Hawkins (2013) writes that for many years, mentoring has transitioned into many developments to help individuals and groups.
Ortiz (2019) presents that mentoring helps share data and knowledge that has accumulated experience over the years with certain skills. A mentor is someone who is willing to spend time with people to encourage correct behaviours, bring out best qualities in others and compliment positive actions. He claims that mentorship is a powerful tool that is vital to all employees within a business. Communicating remotely or in person adds value to instructions and helps form an employee to become the best version of themselves and in their role.
Tacit knowledge is passed from an experienced or qualified person to someone who is new to a role or profession. The mentor shares adequate information down, offering support and guidance to them for a period of time.
Clutterbuck (2014, p.8.) says that helping mentees to reach significant potential within their roles, through skilful experiences and effective questioning, helps challenge their opportunities using four areas of directive, non- directive, stretching and nurturing. 
‘To train implies instruction with a specific end in view; educate implies attempting to bring out latent capabilities”
Adair (2016, pp. 67-68.).









Differences and Similarities of Coaching and Mentoring.
Girling (2021) says, having both a coach and a mentor are great resources to have within an organisation. They interact with the employees to bring out the best potential within them from various angles.
Skillpacks (2021) and LeanVlog (2017) write that coaching and mentoring are very similar in their goals and outcomes. Coaching is a great skill if experienced enough and sessions are structured. A coach can help anyone about anything with no connection between them. 
Mentors can informally teach, using their great expertise and knowledge and even demonstrate practicality, forming connections whilst providing possible opportunities.
However, they are both different in how they develop a person to make intelligent career decisions, for them-selves and for the company. 
Coaching mainly develops skills and strategies to achieve longer term objectives, it identifies issues or blocks along the way, whilst mentoring focuses on personal growth, continuous improvements and potential shorter term objectives.
Both coach and mentor, take away rewards of achievement and gaining further experience for themselves in the meantime.











Comparing Frameworks
Frameworks are utilised to hold structures in place, reduce risks of errors and to maintain forward movement in a process or tasks. Within this report, an Instant Pay Off, GROW and OSCAR models are mentioned, they are all used to reach the same outcome but are used in different ways.
Clutterbuck (2014, pp.10-11.) uses ‘The Two Dimensions of Helping to Learn’ as a framework for mentors. Managers may take a directive approach and focus on employee potential. Taking the lead of sessions, appraisals and situations, either face to face or remotely (online zoom or Microsoft applications). 
A non-directive approach is where a coach will listen deeply and support those who are in need of guidance. Training Industry (2014) explains that the GROW (Goal, Realistic, Options and Goal) model, is like a SMART objective, it is used to highlight the needs of the coachee by letting them think and realise for themselves what issues they have, how the problem will be resolved and how they can reach their goal, maximising personal achievement.
Wheatley and Hawkins (2020) describe the OSCAR model as an elaborate GROW model and used more for line managers or as HR frameworks to improve their employee performance. Employees can be guided through OSCAR to help their professional efficiencies and taking control of their situations. Coaches/mentors will have conversations to prompt employees and by helping them to accept faults and move forward by maintaining momentum and vision.
The Instant Pay Off model is a much quicker approach to resolve problems. MindTools (2019) explain these methods are utilised to help employees self-develop, prioritise commitments and recognise achievements for themselves. Crane (2020) explains the Instant pay off tool helps the coachee to visualise realistic goals and not to limit their thinking. Discussing blocks/obstacles brainstorming ideas and prompting the coachee to think outside the box in a shorter timescale.
Although the models are structured, if a coach or coachee are not focused or experienced enough, the session can have a negative impact and lead to frustration and negative outcomes, sometimes coaching is not for everyone, some employees prefer to be micromanaged rather than self-developed.

What is the tangible and intangible difference between them?
Johnson (2019) explains, coaching and mentoring has many benefits that are tangible and intangible.
Tangible means anything we can touch, see and feel. A tangible impact would be the results of an employee’s performance against a company’s key performance indicators (KPI) as a result of coaching and mentoring for example, increased sale figures or customer satisfaction score.
Intangible means there is no physical existence of a measurable objective, but a measure on how the sessions have affected the employee emotionally. If the session has added value, it will improve relationships and conflict resolution. It will also improve the confidence, satisfaction and morale of the employee and the organisation. 

















Line Manager’s Role
A Line Managers (LM) role has many attributes, such as leadership, management and coaching, fulfilling a deeper connection to employees can sometimes be difficult, depending on the organisation dynamics.
According to Reh (2020), an LM role is to oversee operations, projects and supervise all activities within the organisation within their domain. CIPD (2021) and Hutchinson (2017) confirm a line managers role as:
· Reporting to a higher level of management
· Day to day operational expertise
· Monitor and controlling work rotas
· Coaching
· Mentoring
· Wellbeing of staff (emotional and physical)
· Developing employees and their performances
· Ensuring effective communication 
Thomas (2021) claims that it is highly beneficial having a LM skilled as a coach and mentor for their open communication, focused coaching, creativity and better working relationships. However, there are barriers to being a LM coach, such as, time restriction with individuals, conflicts with a team may arise if the LM is not present as often, or the opposite effect having too much time with team members may push boundaries. 
Although, Skillfitness (2020) makes clear points that coaching within a LM role is not taught early enough. Due to rapid changes within organisations LM’s may not have the time or training themselves, lack of time management, skills and organised structure is vital at this point. Professional attributes and skills may conflict with employees if communication is not effective and consistent.






Resilience 
Jackson (2019, page unknown) defines resilience as (quote) “The ability to recover from setbacks, adapt well to change and keep going in the face of adversity”, whereas Monique (2017) defines resilience as, adaptation to coping and having bouncebackability when dealing with disruption. 
Change Management 
Smith et al. (2014) identifies, that in order for an organisation to survive, they constantly deliver new strategies and drivers. Spacey (2018) reports that change drivers are internal and external pressures. With trends evolving rapidly, organisations need to keep up with changes as this can help manifest an organisation to remain successful. However, if an organisation was poorly managed and had no required drivers of change, it simply wouldn’t survive without modifying.
A PESTLE can be used to point out main drivers to be aware of, such as:
· Politics 
· Economics 
· Social
· Technological 
· Legal
· Environment 
Hassan (2018) points out three important factors of change within a PESTLE, Political, Technological and Social, these have daily competitive pressures that are imperative to change.
With the government’s recent political changes such as the Covid-19 pandemic and Brexit, major impacts have left organisations defeated. The closing of large businesses and redundancies have been devastating to communities and stakeholders. Social factors such as demographics, elderly demands for more care and decrease of incomes have been affected to the younger generation. Culture is the most important as it affects everyone’s values, lifestyle changes, attitudes and beliefs toward change. 
Technological inhouse systems and external online trends and brands are competitive, like Amazon.com and eBay Inc, organisations need to maintain impromptu marketing focus as well as employee technology training.  
Latest fashion trends online and comparing prices are vital, companies that have the resilience to change all these factors will work to an extent, however, a company not willing to move forward and adapt to changes will quickly subside, like Debenhams, Peacocks and Mothercare.
Mind (2021) says that mental health can be unsettling with stress and depression, developing emotional resilience can help with challenging circumstances. Mullins and Christy (2010, p. 129) look deeper into the organisation and its employee behaviour.  All employees have different perceptions to change, some are sensitive, whilst others are compliant. Reality of change can be messy and can strain employee coping mechanisms, the knock-on effect of changes can damage the internal employee structure. Looking after employee’s wellbeing and utilising effective management strategies would build resilience individually. Demonstrating positive and open communication to each individual, which is paramount practice for long term benefits. Miller (2021) says building an individual’s resilience is focusing on their personal assets and processing their growth mindset, utilising past beneficial skills and creating new. LM’s and hierarchy need to adapt to this solution too as their needs and wellbeing can demonstrate negative impacts on employees below them.









Coaching Reflection  
An exercise task was given to highlight my strengths as a coach. I used Landsberg’s (2015) Instant Pay Off model, this provided me a structure to help my coachee find realistic goals for their personal and professional needs. 
Building a genuine rapport to break the ice was an effective way for my coachee to build trust in me. I asked her some personal questions regarding family dynamics and about her work and studies, this way I had a full understanding of her circumstances in order to continue with the correct open questions.
My Coachee demonstrated openness quite early and mentioned a few weaknesses that slightly bothered her, she passed by those inadequacies quickly, but I reverted back to them to dive deeper into those concerns and find any blockages that may have been holding her back.
I used appropriate pausing techniques and complimented her achievements, I wanted my coachee to feel that she is doing a great job and not to feel our session was in any way critical, I maintained positive, warm and encouraging tones throughout.
I later recognised my strengths within the problem- solving areas by using effective questioning, I also found myself to be more patient with great active listening skills. Looking into Johari’s Window model, I saw these as Blind areas, others have seen this potential of my communication, but I didn’t realise until this exercise and also my feedback from my lecturer. 
I was told that I demonstrated excellent knowledge and understanding of coaching techniques, again another area of Johari’s window that was blind to myself. Although the exercise was mostly positive, I felt I should have signposted to the coachee about our session, explaining in further detail what structure we were going to be following. Reflecting on this exercise has made me aware of my qualities and how I can approach a coaching session better.
Reading and using online vlogs and research will help utilise my strengths as a coach. Using Kolb’s Learning Cycle will help me create a better way of approaching sessions to get the best outcomes for coachees in future. Whilst this is a helpful tool for me to use, it can be applied successfully to real life situations for them and for me.
Growth Engineering (2021) simplifies the four steps of Kolb’s Learning Cycle to help me explore and progress. The Concrete Learning Experience (feeling) will help with brainstorming and problem-solving areas, learned from experience.
The Reflective Observation (watching) will help reflect on a task to find logical approaches or better questioning techniques and applying accomplishments differently.
Abstract Conceptualisation (thinking) creates new ideas and gives me the thoughts to assess my previous coaching session, how I can make it better and find realistic measures.
Active Experimentation (doing) helps to make changes around new or existing opportunities and become proactive with ideas and goals ahead.
Although the exercise had successful outcomes, I need to work on planning sessions, going deeper into their issues and encourage coachees to talk more.
















Personal Development Plan 

A personal development plan (PDP) has been designed to show my strengths and weaknesses. It is about creating a long-term goal to improve my abilities as a coach.  Manktelow (2014) describes a PDP as a clear vision of future goals and achievements. The PDP helps you to take charge and be proactive and prioritise what is needed to be done in order to achieve them. 

	What do I want/need to learn?
	What will I do to achieve this? 
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	How to use better/effective questioning whilst coaching
	Research, sit in on other exercises or sessions 
	Online support (vlogs, you tube) 
Read books
	Allow people to identify their achievements  
	2 months 

	Planning and organising sessions better
	Get structures in place early 
(Time management)
	Build up better knowledge  
	The way I will feel before a session will reflect on others
	4 weeks 

	Build my confidence to problem solve
	Ask for feedback from experienced coaches/mentor 
	Ask mentor      or manger to shadow 

Ask for feedback
	 Enhancing focus 
	4 weeks 

	Explaining structures better to coachees (signposting)
	Discuss what the session will entail 
	Practicing sessions / Role playing 
	Being confident in what I coach
	2 months






Conclusion 
Reflecting on all of the tasks and critically analysing the structures of coaching and mentoring shows an array of benefits.
Mentoring nurtures relationships, employee skills and focuses on achievements and business objectives, both challenges help individuals work independently or as a team. Coaching is task orientated with open and clear questions to encourage others to think for themselves (self-develop), building resilience and confidence within their personal and working life. 
Whilst mentors drive and encourage performances, coaching will help to dive deeper into obstacles or hurdles that are causing lack of performance. By removing these blocks, it will help achieve business objectives (tangible) and it will help the employee to feel more engaged with their work (intangible). 
 A mentor will share expertise and experience, A coaches will guide, but both remain confident and respectful to their issues. Mentoring is seen as a short-term fix for areas of improvement, whereas coaching is seen as long-term benefit for an employee’s personal and work life balance.
Using the frameworks, structures and PDP’s will help see clear visions, by actively and consistently using them, will really help to bring out the best in many people, but if they are used incorrectly, situations may be exacerbated.
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