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[bookmark: _Toc14879473]Introduction 
The term ‘coaching and mentoring’ is considered as key learning approaches or development tools, used in a workplace to educate employees, and to develop or improve their knowledge, skills, and experience. Coaching enables an organization to improve specific learning area of its employees for the short term. Mentoring allows an organization to identify employee’s potentiality and develop employee’s different learning areas for long term. However, the key aim of the study is to demonstrate an understanding of the importance of coaching and mentoring skills for workplace with reference to key academic literature. Therefore, the study has included the UK based fast food restaurant, Dallas Chicken, as the case company. To achieve the aim of the study, it will initially discuss the key purpose of coaching and mentoring in the workplace and its similarities and differences. Then, it will critically evaluate the GROW model of coaching or mentoring with reference to the key benefits that enable to develop workplace effectiveness of an individual. Finally, the study will assess and evaluate knowledge, skills, attitude, and behavior, required for an effective workplace coach or mentor. 

[bookmark: _Toc14879474]The key purpose of coaching and mentoring in the workplace and its similarities and differences 
[bookmark: _Toc14879475]Introduction 
The main aim of this section is to illustrate the key purpose and similarities and differences of coaching and mentoring. To do this, the essay will initially discuss about the key concept of coaching and mentoring. Then, it will illustrate the key purpose of coaching and mentoring in workplace. Finally, it will identify and evaluate the key similarities and differences of coaching and mentoring. 
[bookmark: _Toc14879476]Coaching and mentoring 
The term ‘coaching or mentoring’ consider as the learning approach in a workplace by which organization can teach employees in order to develop or improve their knowledge, skills, and experience. According to Brockbank & McGill (2012), in some cases organizations apply coaching and mentoring as a similar learning techniques and in some cases it uses as a different learning techniques. However, Lord et al., (2008) stated that coaching is a learning approach by which organizations can improve the primary performance of its employees in a certain skills area with an aim to gain short term learning goal. On the other hand, Connor & Pokora (2012) depicted that mentoring also relates with employees primary performance, but it identifies employees’ potential skills and knowledge and nurses it, in order to develop skills and knowledge in different areas for the long term. 
However, the current study states that coaching and mentoring are consider as the learning approach by which organization improves employees’ specific learning area for the short term through coaching, and identifies employee’s potentiality and develops employee’s different learning areas for long term through mentoring. 






[bookmark: _Toc14879477]Purpose of coaching and mentoring 
Coaching and mentoring are two learning approach that are used sometime as a similar platform and sometime as different platform, to improve skills, knowledge, and experience of employees’ in a particular workplace (Lord et al., 2008).  For example; the UK based fast food restaurant, Dallas chicken uses coaching with an aim to improve its’ employees specific learning area such as communication skills. On the other hand, Dallas chicken uses mentoring in order to identify employees’ potentiality and develop their key learning skills and experiences for long term (Dallas Chicken, 2019). 
According to the extant literature Khakwani et al., (2012), though organizations use coaching and mentoring as a similar learning approach, it has different purpose due to its nature. The authors stated that the key purpose of coaching is to improve employees’ specific skills area for short term. On the other hand, the key purpose of mentoring is to identify the potentialities of an individual or employee and develop these potentialities for the long term leaning so that employee or individual can gain skills, knowledge, and experience for harnessing organizational current and future goals (Joo et al., 2012). 
To sum up, the study found that both coaching and mentoring are two important learning approach and the main aim of coaching is to develop employees’ short term learning skill in a particular area and mentoring is to identify potentialities of employees’ and develop long tern learning skills and knowledge for employees’ in different areas. 
[bookmark: _Toc14879478]Similarities and differences of coaching and mentoring 
In some cases organizations are more likely to use coaching and mentoring as a single learning platform due to its similarities (Brockbank & McGill, 2012). On the other hand, organization are often applied coaching and mentoring as the different learning approach due to its difference (Connor & Pokora, 2012). Therefore, the study will identify the key similarities and differences of coaching and mentoring. 
Similarities between coaching and mentoring 
In order to develop workplace learning, organizational are often used mentoring and coaching interchangeably due to similarities of coaching and mentoring. Joo et al., (2012) argued that organization are used both mentoring and coaching with an aim to develop employees’ particular leaning skills and ability so that they can cope up with organizational values and culture. Similarly, the previous study Khakwani et al., (2012) depicted that organizational can develop employees’ personal and professional knowledge, skills, and experiences through coaching and mentoring, and therefore, organizations are more likely to arrange both coaching and mentoring session for their employees. In addition, in their study Jones et al., (2016) found that organizations are adopted both coaching and mentoring with an aim to identify key skill gaps of their employees and develop their skills and knowledge as per their skill gaps so that they can develop their skills and knowledge in relation to the organizational values and culture. 
Further study by Lord et al., (2008) argued that organizations are more likely to arrange both coaching and mentoring session in order to develop strong relationship between coach and coachees as well as mentor and mentee. The authors also depicted that this relationship allows organization to develop good workplace culture and working environment by through sharing knowledge, skills, and experiences among employees that increase organizational workforce and overall productivity. For example; the coaching and mentoring session of Dallas Chicken develops strong relationship among its employees, and therefore, employees are more likely to share their skills and experiences among their colleagues, peers group, and their leaders. 
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Figure 1 Similarities and differences of coaching and mentoring (Source: Brockbank & McGill, 2012)
Differences between coaching and mentoring 
According to Brockbank & McGill (2012), in some cases organizations are often used coaching and mentoring as the different learning platform due to its key differences. Therefore, the study will identify the key differences of coaching and mentoring in the following table. 
	Coaching 
	Mentoring 

	According to Jones et al., (2016), coaching is a learning approach by which an individual or employee can develop their specific learning or skills area.  Parsloe & Leedham (2009) stated that organization are more likely to adopt coaching approach in order to develop employees’ short term learning. 

For example; the Dallas Chicken adopts coaching to develop communication skill of customer service assistance.   


According to Cameron & Ebrahimi (2014), coaching is a formal learning techniques then mentoring due to short term schedule and specific learning area. In a coaching session, relationship between coach and coachee is short term due to short term learning approach (Joo et al., 2012).
	Alvesson (2012) argued that mentoring is a leaning techniques that adopts an organization to identify key potentialities of employees’ and nurse these potentialities so that the employees can develop their skills in different areas. Clutterbuck (2004) depicted that organizations are more likely to adopt mentoring with an aim to develop employee long term leaning. 
For example; the Dallas Chicken adopts mentoring approach to develop problem solving, and strategic decision making power for marketing manager. 
Mentoring is less formal learning approach than coaching (Lord et al., 2008) In a mentoring session, the relationship between mentor and mentee is long term and strong due to informal manner and long term learning approach (Bruckbank & McGill, 2012). 
	



[bookmark: _Toc14879479]Conclusion 
In conclusion, the study found that coaching and mentoring are consider as the learning approach by which organization improves employees’ specific learning area for the short term through coaching, and identifies employee’s potentiality and develops employee’s different learning areas for long term through mentoring, and the main aim of coaching is to develop employees’ short term learning skill in a particular area and mentoring is to identify potentialities of employees’ and develop long tern learning skills and knowledge for employees’ in different areas. It also found that in some cases organizations are more likely to use coaching and mentoring as a single learning platform due to its similarities and apply coaching and mentoring as the different learning approach due to its difference. 
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The holistic aim of this section is to critically evaluate the GROW model of coaching and mentoring with its benefits. To do this, it will initially discuss about the justification of choosing GROW model. Then, it will illustrate the theoretical concept and practical implication of GROW model of coaching and mentoring. Finally, it will identify the key benefits of GROW model of coaching and mentoring. 
[bookmark: _Toc14879482]Justification of choosing GROW model 
According to Palmer (2008), the GROW model is widely used in coaching or mentoring program as the goal setting and problem solving model or tool. Therefore, the current study will choose the GROW model due to its several benefits. Firstly, the model allows a coach or mentor to develop the SMART goals for the coaching or mentoring. Secondly, the model enables an individual or employee to gain essential skills and knowledge that enhance employee or individual effectiveness in workplace performance (Carey et al., 2011). Thirdly, the model allows organization to develop organizational culture in relation to the skills and abilities of its employees. Finally, the GROW model is contributed to develop strong relationship among employees through coaching or mentoring session (Fletcher, 2012). 
[bookmark: _Toc14879483]Theoretical concept of GROW model 
According to Passmore (2005), GROW model is a systematic framework that comprises of four important dimensions, including goal, reality, opportunity, and will/wrap-up, is widely applied in coaching or mentoring session in order to goal setting and problem solving between mentor and mentees or coach and coachees. 
Goal: According to the model, the first dimension is goal in which a mentor or coach develop SMART goals for personal and professional development of mentees or coachees (Bachkiova et al., 2011). 
Reality: In reality stage, coach or mentor discusses the current situation in relation to the developed goals and introduces different tools, techniques, and models to achieve the goals (Carey et al., 2011).
Opportunity: In this stage, the coach or mentor discusses about the possible opportunities with coachees or mentees in order to achieve the goals (Dembkowski & Eldridge, 2003).
Will/Wrap-up: This is the final stage of GROW model and in this stage the mentor or coach takes essential actions for achieving the goals (Palmer, 2008). 
To sum up, GROW model is an approach to outline the goal setting and problem solving in relation to the particular mentoring or coaching session through four different stages, including goal, reality, opportunity, and will/wrap-up. In goal stage the model allows to develop SMART goals. In reality stage, the model deals with the current situation of the goals. In the opportunity stage, the model allows to assess and evaluate possible opportunities to achieve the goals, and the final stage, will or wrap-up that discusses about the possible action to achieve the goals. 
[image: Image result for grow model]
Figure 2 GROW model of coaching or mentoring (Source: Palmer, 2008)
[bookmark: _Toc14879484]Practical implication of GROW model 
According to Passmore (2005), the GROW model is widely applicable in mentoring and coaching session as a goals setting and problem solving model or technique. In addition John et al., (2011) argued that the GROW model allows an organization to arrange a successful training or learning session for their employees through applying four different stages that stand for goal, reality, opportunity, and will/wrap-up. However, the GROW model has also applicable in Dallas Chicken for arranging mentoring or coaching program. For example; the mentor or coach of Dallas Chicken applied GROW model for developing SMART goals for the mentees or coachees. According to Dallas Chicken (2019), the coach or mentor initially has developed specific goals for the mentoring or coaching session with the help of GROW model. Then, the coach or mentor has discussed about the reality of the current organizational values and culture in relation to the goals. Further, the coach has identified possible options to achieve the goals by considering resources and capabilities of the Dallas Chicken. Finally, the mentor or coach at Dallas chicken has taken initiatives or actions for achieving goals of mentoring or coaching session. 

So, it can be stated that the GROW model allows the mentor or coach of Dallas Chicken to develop specific goals for the coaching or mentoring session, discuss about the current organizational values and culture in relation to the goals, identify possible options form the Dallas chicken to achieve the goals, and finally take initiatives to achieve the goals. 
[bookmark: _Toc14879485]Benefits of GROW model 
The extant literature, scholars (e.g. Grant et al., 2009) identified several benefits of GROW model that enable an individual to develop workplace effectiveness. According to Koortzen (2010), the model allows an organization to develop workplace culture by which employees are gained effective learning for performing their day to day organizational activities. Therefore, they are motivated to accomplish organizational activities with satisficing their current job. For example; the employees of Dallas chicken has gained essential learning from coaching session that leads them to successfully accomplish their organizational roles and responsibilities. Further study by Palmer (2008) depicted that the GROW model enables organization to develop strong organizational management team. For example; through effective coaching or mentoring session, the Dallas Chicken has enabled to develop strong knowledge and skills of their employees. Therefore, the employees are contributed to develop strong management team for the organization. 
In addition, Grant et al., (2009) argued that the GROW model enables an individual to develop his/her key skills with an aim to maximize effectiveness in workplace. For example; an individual or employee has gained goal setting and problem solving skills through GROW model. Further, the model also allows an individual or employee to discuss about organizational current situation in relation to the set-up SMART goals. Furthermore, the model enables an individual to assess and evaluate the obstacles and opportunities for achieving goals. Finally, the model also helps an employee to take required action for achieving the goals (John et al., 2011). 
[bookmark: _Toc14879486]Conclusion 
GROW model is an approach to outline the goal setting and problem solving in relation to the particular mentoring or coaching session through four different stages, including goal, reality, opportunity, and will/wrap-up. In goal stage the model allowed to develop SMART goals. In reality stage, the model discussed about the current situation of the goals. In the opportunity stage, the model allowed to assess and evaluate possible opportunities to achieve the goals, and the final stage, will or wrap-up that discussed about the possible action to achieve the goals. 
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[bookmark: _Toc14879488]Introduction 
The key purpose of this section is to critically evaluate the knowledge, skills, attitude, and behavior required for an effective workplace coach or mentor. To do this, the study will initially discuss about the key concept of knowledge, skills, attitude, and behavior. Then, it will identify and evaluate the key skills, knowledge, attitude, and behavior required of an effective workplace coach or mentor.  
[bookmark: _Toc14879489]Key concept of knowledge, skills, attitude, and behavior 
The extant knowledge management literature (e.g. Hill et al., 2006; and Bierly et al., 2000) depicted that knowledge is considered as intangible asset, comprising of individual knowledge and organizational knowledge, by which an individual can solve any unexpected situation. For example; organizational knowledge involves strong R&D capability, robust technological efficiency, good supply chain management, and strong HR policy. The R&D capacity contributes to bring breakthrough innovation, which in turn maximizes organizational performance, such as NPM, ROI, and ROE.  An organization can overcome its challenges and develop business strategy through applying organizational knowledge. 
On the other hand, individual knowledge involves having sound work based experience, good industry insights, better communication skill, and sophisticated problem solving skills. For example; the sound industry experience of the CEO of Dallas Chicken resulted in creating first restaurant under the name of Dallas Chicken & Ribs (Dallas Chicken, 2019).
Skill is the extent to which an individual or organization can gain knowledge through accumulating key skills such as communication skill, problem solving skill, motivating skill, organizing and managing skill, and so on.  Wright & Nishii (2007) define skills as a set of attributes, abilities, and competencies, required to perform day to day business operation. For example; interpersonal skill, communication, and motivation are several skills, required to perform daily business activities. According to Brockbank & McGill (2012), a coach or mentor must have to acquire six employability skills, including problem solving, professionalism, communication, team working, decision making, and conflict resolution. 
Attitude is widely defined as the feelings and attributes of an individual towards a certain object. For example; good work environment, workplace flexibility, and workplace collaboration are several parameters of organizational culture that contributes to perceive positive attitudes by employees. Hitt et al., (2006) claimed that attitudes lead certain behavior. Positive attitudes lead to generate positive behavior. For example; if a customer service assistant perceives positive attitude towards his/her job, he/she will properly respond towards customer needs. 
[bookmark: _Toc14879490]Key knowledge, skills, attitude, and behavior required for an effective workplace coach or mentor 
Mentor or coach is considered as the guidance for an individual or employee. Therefore, the mentor or coach is required to several key skills, knowledge, attitude, and behavior in order to guide, motivate, and lead the mentees or coachees. For example; for becoming an effective coach or mentor in Dallas Chicken, the following skills, knowledge, attitude, and behavior should have an individual. 
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Figure 3 Key skills, knowledge, attitude, and behavior of an effective mentor or coach (Source: John et al., 2011)
Strong communication skills
According to Carey et al., (2011), an individual should have both verbal and written communication skills for becoming an effective mentor or coach in a workplace. The authors stated that both verbal and written communication skills enable a mentor or coach to effective maintain communication with the key stakeholders who are directly and indirectly related with coaching or mentoring program. Bachkirova et al., (2011) depicted that the verbal communication skills allows the mentor or coach to listen the problem and requirement of mentees or coachees and deliver suitable message to the mentees and coachees. On the other hand, the written communication skills allows a mentor or coach to maintain written communication both mentee and coachee, and organization through written report, statement and other documents (Palmer, 2008). For example; the coach or mentor of Dallas Chicken requires to maintain verbal and written communication both mentee and coachee and management body of Dallas Chicken. 
Positive attitude and behavior 
According to Lord et al., (2008), an effective coach or mentor should have positive attitude and behavior with an aim to motivate coachee or mentee. Clutterbuck (2004) depicted that positive attitude and behavior of coach or mentor encourage the coachees or mentees to joint in mentoring or coaching session. For example; the positive attitude and behavior of the coach or mentor of Dallas Chicken allow to motivate employees’ to engage in coaching or mentoring program with an aim to develop their personal as well as professional learning. 
Good listing and questioning ability 
According to Connor & Pokora (2012), good listing and questioning ability are crucial for an effective workplace mentor or coach. The fact is that the listing ability enables a coach or mentor to understand the message of mentees or coachees and the questioning ability of a coach or mentor enables to identify and explore the key skills gaps of a coachee or mentee. Jones et al., (2016) argued that the listing ability of a coach or mentor allow to understand the unexplored message from the coachees or mentees through assessing their body language and facial expression. On the other hand, Brockbank & McGill (2012) stated that the questioning ability of a coach or mentor enables to explore the implicit problem of a coachee or mentee through several questions. However, the strong listing and questioning ability are required to become an effective coach or mentor for Dallas Chicken. 
Extensive leadership skills 
According to Grant et al., (2009), the success of a coaching or mentoring relies on the leadership knowledge and skills of the coach or mentor, because as a coach or mentor an individual requires to direct a team with an aim to improve the personal and professional skills, ability, and competences of coachees or mentees. Further study by Kooetzen (2010) depicted that leadership skill of a coach or mentor plays a crucial role to direct the coachees or mentees in the wright track so that they can achieve their learning goals and objectives. Therefore, an individual should have extensive leadership skills to become an effective coach or mentor in Dallas Chicken. 
Good organizing and strong managerial skills 
In relation to the extensive leadership skills, as an effective workplace coach or mentor an individual should have good organizing skills and strong management ability withy an aim to organize and manage mentees and coachees and their skills and abilities (Carey et al., 2011). Passmore (2005) claimed that managerial skills of a coach or mentee to develop strategic plan for the coaching or mentoring program and identify effective way to teach them. Connor & Pokora (2012) depicted that the managerial skills of a coach or mentor including hard and soft skills. The authors stated that the soft skills of a mentor or coach such as communicational skills, conceptual skills, interpersonal skills, and so on that allow the coach or mentor to maintain strong communication and improve the soft skills among the coachees or mentees. On the contrary, the hard skills of a coach or mentor enables to develop hard skills of mentees or coachees such as technical skills, numerical skills, mathematical skills, and so on. Therefore, the study stated that as an effective coach or mentor of Dallas Chicken an individual should have good managerial skills, and strong management skills. 
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Figure 4 Knowledge and skills required for an effective coach and mentor (Source: Joo et al., 2012)
Conflict management knowledge and problem solving skills
Conflict management knowledge is the extent to which an individual can manage conflict between to two or different parties, whereas problem solving skills refers to the ability of an individual to resolve workplace problem in an effective and effective manner (Cameron & Ebrahimi, 2014). The extant literature Parsloe & Leedham (2009) argued that the conflict management knowledge of a mentor or coach allows to manage conflict among mentees or coachees. On the other hand, Jones et al., (2016) claimed that the problem solving skills of a coach or mentor enables to resolve any unexpected problem that rises during mentoring or coaching session. However, the conflict management knowledge and problem solving skills of an individual enable to become an effective coach or mentor of Dallas Chicken. 
Ability to give constructive feedback 
Khakwani et al., (2012) claimed that an effective feedback allows learners to identify key skills abilities and gaps during any learning session, and therefore, as an effective coach or mentor an individual should have strong ability to provide constructive feedback so that the coachees or mentees can understand their leering achievement and identify what areas are still required to improve. In addition, Lord et al., (2008) argued that through an effective feedback both mentor and mentees are understood their current position. Therefore, it is essential for an effective workplace coach or mentor to have an ability to give effective feedback during coaching and mentoring session. 
[bookmark: _Toc14879491]Conclusion
The study found that to become an effective workplace coach or mentor an individual required several skills, knowledge, attitudes, and behavior that include strong communication skills, positive attitude and behavior, good listing and questioning ability, extensive leadership skills, good organizing and strong managerial skills, conflict management knowledge and problem solving skills, and ability to give constructive feedback. 



[bookmark: _Toc14879492]Conclusion 
To conclude, the study found that coaching and mentoring are consider as the learning approach by which organization improves employees’ specific learning area for the short term through coaching, and identifies employee’s potentiality and develops employee’s different learning areas for long term through mentoring, and the main aim of coaching is to develop employees’ short term learning skill in a particular area and mentoring is to identify potentialities of employees’ and develop long tern learning skills and knowledge for employees’ in different areas. It also found that in some cases organizations are more likely to use coaching and mentoring as a single learning platform due to its similarities and apply coaching and mentoring as the different learning approach due to its difference. The study applied GROW model that  considers as the goal setting and problem solving technique or tool in a particular mentoring or coaching session through four different stages, including goal, reality, opportunity, and will/wrap-up. In goal stage the model allowed to develop SMART goals. In reality stage, the model discussed about the current situation of the goals. In the opportunity stage, the model allowed to assess and evaluate possible opportunities to achieve the goals, and the final stage, will or wrap-up that discussed about the possible action to achieve the goals. The study found that the model allowed an individual or employee to develop workplace effectiveness. Finally, the study found that to become an effective workplace coach or mentor an individual required several skills, knowledge, attitudes, and behavior that include strong communication skills, positive attitude and behavior, good listing and questioning ability, extensive leadership skills, good organizing and strong managerial skills, conflict management knowledge and problem solving skills, and ability to give constructive feedback. 
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