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[bookmark: _Toc39721066]Introduction 
In today's’ competitive business landscape, organizations are very likely to outperform competitors and to be the market leader. To do this, the organization must nurture and develop employee talent. Coaching and mentoring are two important development vehicles used to nurture and develop employee talent. However, organizations face numerous challenges to continue coaching and mentoring activities. M&S is a retailer that sells merchandising, clothing, and home appliance to customers. The company has more than 80000 employees. In order to meet the performance gap of employees, the company hires a coach and mentor (M&S, 2020). However, the company faces the challenge to continue coaching and mentoring activities. Given that the report sought to apply key theories, concepts, principles, and techniques of coaching and mentoring. First, it will define both coaching and mentoring. Then, it will justify the difference between coaching and mentoring in an attempt to clarify these two development vehicles. It will explain the benefits and costs of these development tools by using key theories and models. By leveraging the GROW model, the study will justify the effectiveness of this model to improve workplace performance. Moreover, it will provide a comprehensive view of the knowledge, skill, behavior, and ability of a coach to improve workplace performance.


[bookmark: _Toc39721067]Key purpose, similarities, and differences in coaching and mentoring 
[bookmark: _Toc39721068]Key concept and purpose 
Employees’ skills and experiences are the key building block of increasing firm performance and gaining sustainability (Haddock & Tom, 2019). Therefore, firms always invest in employee development, and effective mentoring and coaching are the process of employee development by fulfilling their skills gap. Coaching is the short teaching approach to enhance employees’ skills and knowledge gaps because the firm always arranges coaching for employees to improve their skills and experience for meeting short terms business objectives (Rochford & Morgan, 2017). For evidence; M&S arranges coaching for existing and new employees so that the employees can gain short term knowledge and business experience within the limited time. Further, coaching is a formal approach to teaching by which learners learn basic knowledge about a particular subject by maintaining a specific schedule. Normally, business firms hire a coach from external sources for teaching employees about the limited and specific subject within a certain time (Stone, 2007). 
Unlikely, coaching, the business firm arranges a mentoring program for meeting employee’s long term learning and development gaps (McCarthy, 2014). The cause is that firm creates opportunities for employees to gain insight understand business and professional by developing long term relationships with mentoring. Further, learning through close supervisor is the main characteristic of mentoring (Stone, 2007). For example; M&S provides training and development for their potential employee under the supervisor of business experts such as store manager of M&S supervises workplace performance of store employees and teach them by observing their activities at M&S (M&S, 2029). As mentoring is a long term and informal learning approach, firms are more likely to teach employees under the supervision and observation of business leaders and managers. For instance; the line manager of M&S supervises and teaches subordinates through mentoring (M&S, 2019). 
As stated by Macafee & Garvey (2014), offering creative learning is the core philosophy of coaching and mentoring. The authors also illustrated offering short term and particular subjective teaching is the main purpose of coaching. Alternatively, offering long term and in-depth teaching is the core purpose of the workplace mentoring program (Bhatti & Viney, 2010). For example; M&S includes employees in the coaching program for giving short term and basic knowledge about the corporate culture, philosophy, rules, and regulations, and ethical code of conduct. In contrast, the retail giant includes employees in the mentoring program for giving long term skills and experience development opportunities (M&S, 2019). 
To the end, coaching and mentoring consider as the methodological teaching system by which a business firm creates an effective workplace learning environment for both existing and new employees. Improving personal and professional knowledge and experiences in line with the industry trends and changing business environment is the foremost purpose of mentoring and training program within a business firm. 


[bookmark: _Toc39721069]Key similarities and differences 
Similarities 
Similarity refers to the connection between two or more subjects or issues. However, the assignment aims to identify the main likeliness between two learning techniques of the workplace, namely “coaching and mentoring”. According to Deans et al., (2006), the core assumption of both “coaching and mentoring” is to maximize the knowledge and experiences of employees within a business. This statement proved that providing learning and enrich both knowledge and experience level of employees are the main similarity of arranging to mentor and coaching program. The learning environment for both mentoring and coaching develops a relationship basis because coach or mentor providing teaching by developing a strong relationship with learners. Further argument by Renton (2009), developing learner’s positive behavior, increasing innovative thinking ability, enhancing practical knowledge in relation to theoretical knowledge, addressing professional and personal learning goals, etc are the main goals of “mentoring and coaching”. 
Coach/mentor acts as a director to show the right way of learning, and therefore, coaching/mentoring is the strategic platform of gaining both practical and theoretical knowledge at the same time (Arora & Rangnekar, 2014). For example; the coach/mentor of M&S provides a learning plan so that learners can get the right direction about the learning. Besides, Lancer et al., (2016) said that both “coaching and mentoring” create learning demand among employees and positively motivate them to learn both professional and personal growth by acquiring effective knowledge and experiences. 
Differences 
The key distinguishes between “coaching and mentoring” within a business or workplace are given by the following table.
	Subject of differences
	Coaching 
	Mentoring 

	Relationship 
	In the coaching program, the relationship between coach and learners considers as the short term relationship (Arora & Rangnekar, 2014).
	In the mentoring program, the relationship between learners and mentors considers as the long term relationship (Stone, 2007). 

	Business goal and objectives
	Business firms arrange coaching program for achieving short term business goals by offering subjective knowledge and experience. 
	The main purpose of employing a mentoring program within an organization is to improve the tactical and critical knowledge of employees to achieve long terms business objectives and goals (Lancer et al., 2016). 

	Structure of learning 
	Coaching considers as a structured and more formal learning process comparing with mentoring because learners do not get access to communicate with a coach outside the scheduled time (Renton, 2009). 
	Mentoring is a less formal learning process comparing with coaching and learners get access any time for learning to mentor. 

	Knowledge sharing 
	Normally, the coach shares particular subjective knowledge with learners. 
	Mentor offers complete learning by sharing adequate knowledge about organization as well as industry (Haddock & Tom, 2019).  

	Purpose 
	Addressing learner’s short term learning need is the key purpose of the coach (McCarthy, 2014). 
	Addressing mentee’s long term learning need is the core purpose of the mentor. 

	Organizational relation 
	Normally, the organization hires coaches from external sources to address particular learning requirements of employees (Stone, 2007). For example; M&S hire speaker from external sources such a university teacher for teaching the particular subject of business and management (M&S, 2019). 
	Mentors are the senior organizational employees, who have extensive knowledge and experience in both business and industry (Macafee & Garvey, 2010). For example; the line manager of M&S plays the role of mentor at M&S (M&S, 2019). 



[bookmark: _Toc39721070]Individual and organizational benefits 
According to Jackson (2008), as the learning techniques “coaching and mentoring” not only create benefits for the individual but also creates benefits for the organization by increasing knowledge and experiences of employees and maximizing productivity and performance for business. However, the main benefits of “coaching and mentoring” for both individual and business are as follows. 
The core individual benefit of coaching/mentoring is to develop knowledge and increase the experience of a practical and theoretical perspective (Garvey et al., 2017). For example; research by Hawkins (2012) reported that those employees generate more output and productivity than those employees who have not involved in organizational learning and development programs. According to Illeris (2010), learning program such as coaching creates positive motivation among employees to enrich their knowledge and experiences. For example; research by CIPD (2019) reported workplace learning program and environment creates positive motivation among organizational people. This means that learning techniques such as mentoring contribute to increasing employees’ intrinsic motivation to develop and enrich their skills gap. Further, Megginson & Clutterbuck (2010) illustrated that the mentoring program allows the employee to develop their knowledge and experience to manage and handle workplace problems and unexpected situations. This means that mentoring creates opportunities for employees to enrich their critical thinking and problem-solving abilities by gathering extensive practical and theoretical knowledge. Besides, Lancer et al., (2016) stated that mentoring enables an employee to develop a strategic plan for personal and professional development plans by taking directing from an expert or mentor. For example; mentors of M&S always assist learners to develop a professional development plan (PDP) so that they can achieve their skills gaps by maintain strategic plan. 
Increasing internal capability and strengths are the key benefits of the learning program of an organization (Connor & Pokora, 2012). Therefore, the authors reported that effective mentoring and coaching program contributes to enhancing internal capability and develop strengths by improving the knowledge and experiences of employees. In addition, there is a correlation between employee’s knowledge and experiences and organizational performance, and therefore, learning program both “coaching and mentoring” contribute to enhancing employee’s knowledge and experience. Further, mentoring creates a strong workplace relationship among employees and develops a sharing culture that contributes to improving organizational performance (Arora & Rangnekar, 2014). The fact is that workplace relationship and sharing culture are consider as the organizational strengths gain competitive advantage. For example; the mentoring program at M&S facilities the retail giant to develop an effective organizational culture. According to Renton (2009), learning programs also facilitate the business firm to increasing employee engagement by mo0tivating them toward organizational mission and vision. For example; the mentor and coach of M&S always motivate employees to build their knowledge and experience in line with the business mission and vision. 
Moreover, “coaching and mentoring” is the scientific learning process that brings benefits for both employees and organizations by developing a robust human resource with skilled, talented, and experienced employees. In addition, it allows gaining competitive advantage by enhancing the internal competencies and abilities of an organization because employees are the key strengths and competencies of an organization, and mentoring and coaching are the strategic approach of enriching knowledge and experiences of employees. 
[bookmark: _Toc39721071]Cost and benefits of coaching and mentoring 
Cost refers to the resources used to meet specific goals and objectives. For example, learning materials, content, and effort are incurred to meet the specific goals of both coaching and mentoring. According to Bhatti & Viney (2010), the main purpose of coaching and mentoring is to address the skill gap, which ultimately improves organizational productivity. Both coaching and mentoring incur costs and therefore, it is important for an organization to identify the costs and benefits coaching and mentoring.
There is a subtle difference between coaching and mentoring. Deans et al., (2006) asserted that coaching aims to resolve short term problem. For example, M&S hires sales staff to continue store operation. In order to improve skill and knowledge of store people, the company provides training and development (M&S, 2019). In addition, the line manager of the company is responsible for analyzing and assessing employee performance. In order to improve the knowledge, skill, and competence of staff, M&S recruits coach and mentor.
Coaching is an approach to identifying skill gap, and to provide important guidelines and development tools to address this gap. On the other hand, mentor is recruited to improve personal growth and professional development of people (Haddock & Tom, 2019). Mentor typically aims to prepare an employee for addressing the long term benefits of an organization. At M&S, the company has succession planning program by which future leaders are prepared. A company aims to gain long term sustainability, and therefore, creating a dynamic workforce is key to meeting long term strategic goals of an organization.
Cost-benefit analysis is a powerful tool to make organizational decision. According to Rochford & Morgan (2017), cost benefit analysis helps maximize the outcome of actions. For example, prior to coaching and mentoring, organizations conduct cost benefit analysis. As part of cost benefit analysis, it is important to gather and break down information. For example, in 2017, M&S reported a decline of its like for like sales growth. In order to improve the sales growth, the company must address supply chain deficiency and buying error (M&S, 2019). To do this, the company needs to offer training so that employees can better negotiate with supplier.
So, improving the negotiation skill or bargaining power, the company can recruits a coach, who will improve the skill of people working in the supply chain department at M&S. To do this, the company needs to incur several costs. First, it needs to pay salary to coach. In addition, resources such as learning materials, computer, and physical equipment must be provided to employee. So, it needs to invest money in coaching. Similarly, company must pay for hiring mentor, who provides a long term strategic direction for the benefits of an organization (McCarthy, 2014). 
A company must conduct a cost benefit analysis to make investment decision. According to Stone (2007), the benefits of coaching exceeds it cost. On the other hand, the benefits of mentoring exceeds its benefit. This is because a company needs to invest little money to improve and promote skill of employees. However, it contributes to developing employee skill. Research by Bhatti & Viney (2010) found that highly skilled and competent employees do not only increase organizational performance but also reduce organizational cost. Further research by Renton (2009) showed that coaching and mentoring contribute to increasing employee engagement.
Highly engaged workforce is 50% more likely to put their best performance. This leads to increase organizational profitability. In addition, talented people are less responsible for increasing organizational cost than unskilled employees (CIPD, 2019). Unskilled people causes production disruption and supply chain disruption. This is proven by the case of M&S. Due to poor strategic choice, the company failed to make suitable decision. This declined the sales and profitability of the company. On the other hand, coaching and mentoring helps organization gain economies of scale (Arora & Rangnekar, 2014). Human resource is key to resolve any kind of problem. Investing in human resources means strengthening the organizational capability, and resources (CIPD, 2019).
In summary, coaching and mentoring incur some costs, comprising of operating and administrative cost. In order to meet the specific organizational goals, such as improving employee performance, an organization hires coach and mentor. On the other hand, coaching and mentoring add value for money by improving employee performance, and increasing organizational commitment.

[bookmark: _Toc39721072]Model of coaching and mentoring: Examining the benefits of these models to improve individual effectiveness at the workplace 
Coaching is a development vehicle used by an organization to address the skill gap of organization people (Garvey et al., 2017). Similarly, mentoring is an approach to guiding people for the long term (Jackson, 2008). Both coaching and mentoring are important to foster the personal growth and professional development of people. But both development vehicles are used in a separate way. Even, it is challenging for an organization to determine the appropriateness of coaching and mentoring in situational context (Illeris, 2010). However, theorists have developed model of both coaching and mentoring to provide a comprehensive view. 
[bookmark: _Toc39721073]GROW model 
Of many models, GROW model has a profound importance in developing a systematic process of nurturing and developing employee talent (Connor & Pokora, 2012). The model says that an organization is required to set up SMART goals. For example, staff sickness, absenteeism, and low job satisfaction are several issues that negatively affect the organizational performance. In this case, GROW model helps an organization to identify the area of improvement. In order to set up goals, an organization needs to conduct a 360 degree assessment of individual performance (Hawkins, 2012). This is because the performance appraisal identifies the room for improvement. Increasing job satisfaction by 90%, reducing 5% staff turnover, and gaining 80% employee engagement are several goals. 
After identifying goals, it is important to identify the resources, capabilities, and environmental conditions. For example, M&s is governed by CEO who is responsible for managing the boss of merchandising, food, and household department. This process is called as reality. In reality, a firm struggles to gain profitability for various reasons. For example, the former boss of M&S, McDonald failed to meet strategic goals and objectives of merchandising department. Denil et al., (2017) asserted that M&S lags behind other four UK major supermarket chains in terms of supply chain and operational network.
However, the GROW model says that an organization must utilize organizational resources and capabilities to meet specific goals and objectives (Megginson & Clutterbuck, 2010). For example, the retailer has more than 80000 staff who works to meet organizational goals and objectives (M&S, 2019). In addition, the company has adequate financial resources to train up manpower and nurture and develop their talent. In order to address skill gap, an organization has lot of opportunity. This is known as option. For example, in 2017, M&S reported a decline of its 5.5% like for like sales growth. The reason behind the failure of sales performance was its buying error and supply chain error. This indicates that the company needs to improve its supply chain network and negotiation power. 
After identifying best options, the company needs to take actions. For example, it is found that M&S needs to strengthen its supply chain knowledge and power. So, employee need to provide training on supply chain management. In this case, M&S can adopt coaching approach to improving skill of manpower. For example, he can appoint line manager to train up store staff (M&S, 2019). In addition, the head of supply chain department can organize seminar and workshop to improve people skill.
Moreover, the company is required to create a sense of commitment and dedication among organizational people. To do this, it is important to provide reward and recognition. In addition, a sound communication management strategy should be incorporated to meet specific organizational goals and objectives (Megginson & Clutterbuck, 2010).
In essence, GROW model is a systematic process of nurturing and developing employee talent and skill. The model facilitates to develop a systematic approach to identifying skill gap and taking actions to meet the gap. Moreover, it helps a company improve performance gap. 
[bookmark: _Toc39721074]Benefits of GROW model 
GROW model is a systematic process of nurturing and developing employee talent. First, the model helps an organization identify the area of improvement. According to Lancer et al., (2016), human resource is key driver of organizational success, and therefore, it is important to take care of employee need and demand. The model directly contributes to enhancing the personal growth and professional development of people (Arora & Randnekar, 2014). Employee aims to enrich their career and develop their professional life accordingly. In this case, GROW model helps support both personal growth and professional development.
The main advantage of GROW model is that it focuses on addressing specific goals and objectives. This is because the first task of this model is to set up goals. In accordance with the goals, action plan is devised to improve organizational productivity and efficiency. According to Renton (2009), GROW model is a systematic process of improving people skill. A research by Bhatti & Viney (2010) noted that highly engaged employees are more likely to gain organizational goals. In this case, GROW model helps improve employee engagement, job satisfaction, and decline staff turnover and sickness.
The model is effective to resolve complex problem. For example, M&S reported a loss of its like for like sales growth. In order to address the profitability gap, the model would help the company identify the actual causes of failure (Megginson & Clutterbuck, 2010). For example, M&S reported that supply chain and buying error are two main causes of poor sales performance at M&S. In this case, GROW model would help provide a suitable solution. According to Steve Row, the CEO of M&S, the company failed to anticipate the future logistics and demand of clothing. That’s why it did not satisfy customer demand. However, GROW model would help M&S to systematically manage its supply chain framework.
In summary, GROW model is a theory, which proposes that an organization must follow a systematic process of improving employee performance. It encourages to set up SMART goals, and then, utilizes organizational resources, capabilities, and ability to meet specific goals. In this case, a company must use the best option to meet goals. Finally, strong monitoring, coordination, collaboration, and sharing approach should be implemented to meet core organizational goals and objectives. 


[bookmark: _Toc39721075]Knowledge, skills, behavior, and ability of an effective coach or mentor 
There are certain differences among knowledge, skills, behavior, and the ability. David (2016) suggested that a coach must acquire both hard and soft skill to perform own roles and responsibilities. Similarly, it is crucial in enhancing the knowledge to solve complex problem. Ability refers to the extent to which a coach or mentor can face all sorts of challenges (Roberts et al., 2019). Behavior is important because the behavior of coach has a significant impact on follower performance.
[bookmark: _Toc39721076]Knowledge 
Knowledge is defined as a process of creating abstract or theoretical construct derived from reading materials, books, and other academic sources. Coach is a great professional, and therefore, he or she must acquire the knowledge and principle of doing coaching activities (CIPD, 2019). In this case, subjective knowledge helps a coach apply the best tools for the right situation. Coaching is a systematic process of identifying need, developing action plan, and implement the plan to meet specific goals. 
For example, M&S, one of the largest retailer in the UK recruits coach and mentor to improve employee performance, knowledge, skill, and ability. As mentioned earlier, due to the supply chain problem, M&S reported a decline of its like for like sales growth (M&S, 2019). In this case, a coach can address the problem by utilizing own knowledge. The supply chain specialist can act as a coach to resolve the problem. Supply chain specialist has knowledge in supply chain. He can better forecast the future logistics demand. Moreover, he can apply appropriate supply chain model to fix the problem. 
One of the main effectiveness of gaining robust knowledge is to create abstract or theoretical construct. This helps a coach create a broad picture of resolving the problem. Then, the big picture is communicated to the people. Jackson (2008) claimed that a coach must acquire adequate knowledge to resolve the problem by identifying employee need and demand. For example, GROW Model is a good example of knowledge that might be acquired by a coach. The model would help coach systematically manage organizational problem (Stone, 2007). In addition, a coach must have knowledge to understand the psychology of others. This is because an individual is driven by own perception, attitude, and behavior. So, a coach must have sound knowledge in doing coaching related activities.
[bookmark: _Toc39721077]Skill 
Skill is not as same as knowledge. Skill is the ability to apply the knowledge into practice. For example, applying the principle and technique of coaching and mentoring is key skill for a coach. According to McCarthy (2014), a coach must have sound researching skill. This is because a coach must identify the actual problem of poor performance. In this case, gathering and breaking down information to provide a comprehensive view is mandatory for a coach (Macafee & Garvey, 2010).
A coach must acquire a sound planning skill. In this case, the planning skill helps use the best tool for the right situation. For example, GROW model would be applied to solve the supply chain problem of M&S. Communication skill is fundamental to the development of employee performance. Communication hazard does not only create conflict but also deteriorates overall organizational performance (Deans et al., 2006). In this case, communication skill helps a coach apply the best communication tool for the right situation. For example, two way communication strategy helps collect and analyze the feedback of others. It creates trust, and collaboration among people. Research by Bhatti & Viney (2010) found that trust, collaboration, coordination, and cooperation are key to meeting specific organization goals.
A coach must acquire sound problem solving skill. This is because the changes in internal and external environment impose numerous challenge for an organization (Renton, 2009). In this case, coach must follow a systematic process of resolving problem. There is a close connection between problem solving skill and analytical ability. By applying problem solving skill, a coach can mitigate conflict and improve team performance.
The last but not the least, a coach must have sound stakeholder management skill. Stakeholder management is key to meet specific goals and objectives (Arora & Rangnekar, 2014). For example, a coach need to satisfy the demand of board, employees, people, society, and environment. In this case, a coach should apply key stakeholder management knowledge. For example, by applying power-interest matrix of stakeholder management, a coach can resolve all sorts of problem.
[bookmark: _Toc39721078]Behavior 
Behavior is driven by perception, and attitude. A coach must understand own behavior, and the psychology of others. A research by Jackson (2008) noted that a coach should have sound emotional intelligent skill. This is because the personality and behavior of coach directly affects the behavior of others. In this case, a coach must take control over own behavior and others.
According to the behavioral theory of leadership, a coach must build up a strong personality trait. Good personality trait along with sound emotional intelligent skill helps a coach gain trust and respect from others (Hankins, 2012). The emotional intelligent model says that a coach should be aware of own behavior. For example, a good time management skill helps improve personal productivity. On the other hand, self-management improves and promotes personal productivity. Moreover, a coach must have a sound knowledge in social awareness and social management (Illeris, 2010). So, a coach must acquire a sound personality trait and good behavior to improve workplace performance.
[bookmark: _Toc39721079]Ability 
Ability refers to the extent to which a coach can perform own roles and responsibilities. It is related to skill, knowledge, and behavior (Garvey et al., 2017). For example, good learning ability helps a coach mater the knowledge related to coaching. For example, learning ability helps to identify the best coaching tool to resolve the organizational problem. Skill might be used as the synonymous of ability. For example, a sound research ability helps a coach identify the core organizational problem and to resolve the problem (Lancer et al., 2016).
In summary, knowledge refers to the process of creating abstract or theoretical construct. Skill is the ability to apply knowledge. Behavior is driven by own perception and trait. Therefore, a coach must have sound knowledge, ability, and skill to apply the best tool for the right moment. This improves workplace performance. 
[bookmark: _Toc39721080]Conclusion
To end, GROW model is a theory, which proposes that an organization must follow a systematic process of improving employee performance. It encourages to set up SMART goals, and then, utilizes organizational resources, capabilities, and ability to meet specific goals. In this case, a company must use the best option to meet goals. Finally, strong monitoring, coordination, collaboration, and sharing approach should be implemented to meet core organizational goals and objectives. Knowledge refers to the process of creating abstract or theoretical construct. Skill is the ability to apply knowledge. Behavior is driven by own perception and trait. Therefore, a coach must have sound knowledge, ability, and skill to apply the best tool for the right moment. This improves workplace performance.
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