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[bookmark: _Toc18048091]Introduction 
The beginning of this assignment starts with a Vodafone case study the Vodafone, which explains the main problems confronted by the organizations' leaders. Subsequently, the author explains the purposes of coaching, the coach profile, and the signs that are evident when the organization needs to implement a coaching culture. The exposition first part aims to give various examples of Vodafone's ambition to integrate a plan that provides effective management, give support to coachee, and consequently commit them with new competencies. Moreover, the central part above this exposition quotes philosophers who spread the ideology of coaching and how they thought, the perceptions they have of how the coach should be and what the coach assists. As the key answers to the coaching questions arise, more inquiries are asked by Vodafone managers skills and experience in this area. In the assignment middle part, the author discovers how completed and successfully the implementation coaching processes strategies are, and how all the factors are working to guarantee the integration of coaching in the organization culture. Below are mentioned similarities that exist between mentoring and coaching activities, the evaluation, and managers action comparison in the integration of the coaching or mentoring programs. In extension for the coaching programs the author illustrates the conditions in which employees should find themselves in order to success, How the coaches and mentors’ responsibilities is transferred, and whether each can perform the role of the other. The assignment second part includes another case study of the Vodafone organization in Turkey. Unfortunately, the organization managers said their having obstacles to getting a mentoring approach because of their fast pace workplace. In the second section of the second part is stated that the Vodafone leaders view a future good scenario regarding mentoring programs and how it has been beneficial in the last decades in western countries. Also, some of the benefits of mentoring, such as employee’s high productivity in the Vodafone Turkey case study can be found, and there are also more benefits described in this exposition by the author. The aids and advantages that mentees receive help to understand how job satisfaction is created within an organization. The most important part of attaching a mentoring program within an organization is found in the process, and this exposition illustrates the judgments that organizations execute, how it influences the decision of top executives and how the mentoring process success approaching the organizational culture. To conclude the exposition, the last section explains a mentoring model in this event the author chose Professor Gerard Egan skilled helper model that examines and gives the skills and knowledge that Vodafone managers can get and use in their workplaces. The core model is observation that the mentor should pay to his mentees because otherwise, it drops its value as a useful tool or technique. In order to having a feedback, the mentor should follow the attitudes and behaviours of his mentees in the meetings

[bookmark: _Vodafone_culture_and][bookmark: _Toc18048092]Vodafone culture and values 
Vodafone's core business is who they are? Also, whom they represent? Making it possible with their network to allow calls from their millions of customers is something unbelievable and impressive. In Vodafone, they highlighted the help provided to their local communities through fundraising and volunteering. Beside this at Vodafone, it is very important how employees carry their day to day work; business characteristic values are speed, simplicity, and trust. Foremost Vodafone, being honest, being quicker to deliver ensures that the customer continues to believe in the organization. All large organizations compete for something, and in Vodafone, they exist to connect everyone today to build tomorrow's world (Vodafone, 2018).


[bookmark: _Toc18048093]Vodafone Coaching Case study 
The three questions that have generated the most troubles to Vodafone corporate management were the following. How do managers and assistant managers learn to coach their employees effectively in a hectic workplace environment? It is well known that employee advantages such as training and development through courses programs is faulty scenario. Besides this, Can the organization adopt some other type of trial or error approach teaching coaching? Alternatively, better yet, can coaching be learned through learning platforms and reinforce managers' sessions on the go? (ambidect, 2019). The mission of coaching is to provide for a functional professional coach with knowledge and techniques in a short-term period assists improve others; for example, Vodafone managers and assistant managers need urgent develop relevant competencies in their new role as coach. The author agrees that a professional coach is not born; it can be made through educational training, knowledge, and experience is all the coach need to coach others efficiently. A clear aim of coaching is when the coach knows how to identify employees’ attitudes and behaviours which are deficient. In this situation, the author believes that it is very important to identify when symptoms are given within an organization. Also, a clear sign of lack coaching culture is when effective management is performed or not executed well within the workplace. Another purpose which coaching used for is to fulfil organizational structures or programs; that is why Vodafone wants to implement a self-learning program among organization leaders. Besides, the ambition of coaching is to broaden knowledge and enlarge managers responsibilities. To conclude the author agrees that coaching requires time and effort applied by the coach and the coaches; but the latter has the advantage of learning new knowledge and skills that serve to help or educate others with the required tools and techniques even if it ends up getting a new engagement (Mentoring group, 2017). However, before the author proceeding describing the origins of coaching, Socrates was a philosopher which said that an unexamined life is not worth living; thus, generally man can accept constant challenges, precepts, conventions, and beliefs in order to improve. His most advanced student, Plato, conveyed his message everywhere. Besides, the best way to understand the notion of modern coaching as Socrates says is to ask killer questions and have the coachee be accountable for answering them and coming up with an action plan; in brief, coaching helps coachees help them self. In extension, the International Coach federation names out that coaches are not there to warn their coachees because it is the coachees who have the answers. Furthermore, it is very important to know that the coachee positively accepts to participate in the coaching process and possesses specific skills and abilities to achieve goals. To conclude the coaching complexity is variety of disciplines carried out by different professionals, but even so this adversity can aid to know if the coach is really a professional in coaching. (Renton, 2009). 
Vodafone's customer experience academy manager, Claire Barron wants to resolve these questions that concern the organization and asks the front-line supervisors. What stops them from coaching? among them, all named three things: 'I do not know how.' ‘Not trusted’ and ‘not enough time’. through these answers, she looks for a realistic and straightforward solution (ambidect, 2019). Vodafone implementation coaching culture systems has some factors that can make a difference among success or failure. These frameworks are used in the planning process, and the following benefit factors are (1)  questions that are asked the business strategy critically requires,  employees, seek to assess their present culture because without leaders who are willing to identify the greatest performance sustainable organizational growth will never be possible. (2) Benefit factor: The organization should name a sponsor, if possible, a senior executive or a board member who has experience with coaching. In many organizations, it is still 

reasonable for senior executives to keep their coaching initiations hidden. Thus, confidentiality is decent, but if an organization wants to achieve a coaching culture, its most advanced participants should become its central volunteers and not hide his knowledge in coaching. To conclude, coaching can be trained after an evaluation or consultative meeting; any business strategy that promotes initiative coaching benefits is an important indication that the organization is doing an excellent job. (3) Benefit factor: All leadership programs need to come with compulsory training modules. In expansion, the process applied by the organization most of the moment is as follows. They build employees development programs, and these programs have embedded coaching modules, besides that, they hire external coach who operate synchronically with the HR department to make sure that there is proper functioning of the programs and the employees are equipped to at least have a coaching mindset.  (4) Benefit factor: The organization needs to have evaluation strategies, the lack of evidence about what coaching is in an organizational environment is bad because organizations are not clear in how to decide which coach is the suitable one. Also, the solution to fulfilling coaching in an organization is planning the costs and benefits because many within the organization may perceive it expensive, but top executive may have to consider the means of profit return and experience accomplished to guarantee top executives support if it is assigned in any budget. (5) Benefits factor: organizations understood that implementing coaching from the top of the organization sent a clear message to the rest of the group, it has been discovered that coaching focuses more on problems than solutions, is a weapon which serves to expand the potential of people and helps to deal with old ideas. (6) Benefit factor: Coach quality selection is a vast topic, because every year, more coaches enter the business through the numerous courses and coaching services that exist. Foremost once the coach is working, he could find that coaching is a good complementary form of training through practical inclusion. Thus it is also inevitable to recognize that there are top executives stories who have not been able to enjoy or meet their needs with any coaching program, this failure can be associated to the coach in question, but the rule is taken and conducted by the organization so  before selecting a coach organization should ensure the coach meets all reliable conditions to work  as an effective leader within the organization (Eldrige & Demkwoski, 2019).
Some similarities among mentoring and coaching actions within the organization are the next: Firstly, the coach or mentee should acknowledge the value of being fully involved in both coaching and mentoring programs. Author believes, the engagement means a contracted obligation that a person has towards something. For Vodafone managers, it is tough to accomplish this engagement because they said they hardly have time enough because many jobs accumulated. The author contemplates that the coach or mentor should examine the physical or mental tiredness that is running through his coaches or mentees. A considerable similarity exists in the condition of coaching, the coaches are the specialist in the process to be transferred out, for the mentoring is the mentor who is accountable for the whole process, it is simple to understand in this case that each professional knows his field better than anyone else, but the author's uncertainty is whether the mentor can perform the tasks of the coaches or if the coaches can perform the tasks of the mentors. Here is the answer for these questions, the author takes as reference Table (1) that describes, for instance, the fundamental intention of coaching is to ask the clients and to try to discover solutions, in the case of the mentor directly informs the mentee the solutions to their problems. Considering these two conditions, the author believes that a mentor can act as a coach, but the coach cannot act as a mentor because he needs the questions before giving answers to the problem. A separate similarity between coaching and mentoring is that the content of the program is always based on the coaches or mentee needs, the author believes that this apparent similarity

 always exists in many meetings that have among mentor/mentee, the solution in this cases it does not always have to talk about mentee content needs the mentor can talk about himself through his experience address other issues that are not linked to the mentee content at that moment, but help to produce trust relationship and affection between both (habitsforwellbeing, 2013-2019). 

Table 1
[image: ] (habitsforwellbeing, 2013-2019) 

[bookmark: _Toc18048094]Vodafone Mentoring case study
[bookmark: _Hlk17973139]Vodafone Turkey is very alienated with the mentoring culture as an organizational development system. However, it is challenging for Vodafone Turkey, which has an exaggeratedly fast working environment, with all employees working under pressure in order to achieve organizational goals and objectives and be able to cope with many daily changes. In the case of planning programs such as mentoring or workshops, it is almost unthinkable for senior managers to attend because they hardly have enough time. Another detail is Vodafone Turkey employees are quite confident, competent, and selective if the corporation chooses to start a similar mentoring project. There is a lack of self-development programs in the organization because there are several important pressing business agenda. Vodafone Turkey had a clear need to offer more scenarios where there is more debate about mentoring and development programs for all employees. A sustainable program in the medium-long term could seep deeply into the organization culture. As well as Innovation is also one of the keys for an organization to successfully achieve all the strategic goal objectives. In the Vodafone case study, mentoring programs are the top leader’s conclusion have seen as inevitable and innovative. If it is well known that organizations attempt to address barriers with sustainable ideas in order to obtain a practical approach. Moreover, individuals who belong to this kind of structures success because mentoring is a significant element of achievement. The mentoring growth in the last two decades has been spectacular in countries such as the UK and US. In addition, many academic professionals have set mentoring as a tool that helps prevent social exclusion among youth. Besides this, the definition for mentoring according to the Cipd (chartered institute of personnel development) is that mentoring is the key to achieving employee job high-performance and the factors lie in individual's skills development and the knowledge they hold. Moreover, the benefits that the organization can receive from mentoring are the best assistance in recruiting staff and retaining them for many years. Thus, the organization 

adjusts better to any change and through job satisfaction mentoring increases the employee high productivity. The advantages that the mentee can get from mentoring are technical knowledges, more suitable behaviours in the workplace, better planning of career objectives, an extensive network of influential contacts, improves their self-esteem and his self-awareness (Renton, 2009). The reason beyond using mentoring in the workplace is because it is needed to broaden competences fields of the organization leaders and employees. The author understood that this idea would serve to create and improve, business strategy, decision making, and to produce better plans; therefore, employees and leader should share the same organizational goals. In extension, most visible plans for mentoring is that the organization wants at all costs to master the barriers and produce a benefit. In general, success is somewhat challenging, and for achieving it, organizations must work a lot, perseverance a lot, and have a good set of highly skilled employees. However, organizations hire mentors because they are people who have lived experiences that can be positive to help enhance the work environment, efficiency, and high potency. The last reason but not the least important is when mentoring deal with the organization board of directors, and they want to preserve a balance in the work processes and without affecting private or proficient lives. The author suggests that for a mentor to structure the whole process that an organization does, it should first know and identify the organization culture. Thus, mentors to be able to do that, they should before assess how things work within the organization, and if managers and employees are willing to adopt all the changes that are required voluntarily. To conclude the only difficulty, directors and managers may found whit these changes is if it affects their personal and professional lives (Mentoringgroup, 2017).
For example, to understand what differences exist between coaching and mentoring activities, it should keep in mind that mentoring lasts longer than coaching and sometimes does it all coachee life. What the author understands about this quote is that coaching is something more to teach collectively; there are not many bonds of affection, while mentoring is more to teach personally and, it makes it easier for there to be bonds of affection between the mentor and mentee. Besides this another difference between coaching and mentoring is that the mentoring is more normal; this means that it does not require an act thought in advance. The relationships among the mentor and the mentee do not take set hours. The mentors impart knowledge and experience while the coaches have their own experiences and their mentees answers. On the far side the author knows that the mentor-mentee relationship is more personal and takes more like a friendship relationship where the two learn from each other, while the coach/coachee relationship is more connected to a specified protocol to follow, this relationship could be the same kept by a teacher and his students. To conclude it is very important to know that mentoring was built to highlight more mentee career and personal development while coaching is more focused on precise areas of development.

[bookmark: _Toc18048095]Egan’s skilled helper Model 
The model produced for more than 35 years by Professor Gerard Egan, is robust and enables professional skills to be easily transferable and developed employee’s workplace effectiveness. Mentoring costs money, so it is designed to help employees intentionally. People use this knowledge earned when it is necessary and for the organization benefits. It is up to the employee to make sense of when to use their new skills to gain objectives. This model has value because it is focused on the mentee contrarily would lose the added value, the model is made to lead mentors during the process, and mentee achieves insight for developing strategic actions for his self-growth. Foremost the advantages of using skilled helper model are the followings (1) people can read and understand it very quickly. (2) the investigations of this model have been

 researched and refined for more than 35 years. (3) professor Egan performs corporate consultations worldwide. (4) The model is very integrative. (5) It is a model that does much emphasis on the change to give value to the results (6) it is a positive and systemic model. (7) it applies very intuitive frameworks for the mentee to feel comfortable while he is learning and the mentor while he is teaching (8) (Connor & Pokora, 2012). 
The goal of mentoring is to convert good purposes into current results. That is why the mentor should be a realistic, practical person enable to fulfils his goals. Besides this skilled helper model has three stages that are: Exploration, Challenging, and Action planning. (1) The first stage is the exploration consists of active listening to the mentee’s story and through own mentor words, identify what is behind it, without making any judgment. That is why, in Vodafone Turkey case study, the mentor should pay attention to his mentees if it is achievable through eye contact or positive body language. Active listening means when mentees in Vodafone complain about the exaggerated and fast work environment, the mentor need listen to what is said and not what he plans to respond, in this way the mentor learns to identify the problems. (2) The mentor should be empathetic, and acceptance person is essential to separate the mentor's judgment from what has been said. For example, in Vodafone Turkey, mentees complain that there is a lack of development programs with mentoring; however, at the same time say they have a culture alienated with mentoring. Also, the mentor always should keep his view to himself if he wants to find out what is going on; it is a fact that no one open ups if he feels judged. (4)The mentor should  learn how to paraphrase or summarize to revise his understanding of what has been said — for example “Vodafone Turkey had a clear need to propose more scenarios where there is more discussion about mentoring and development programs for all employees, a sustainable program in the medium-long term and that seeps profoundly into the organization”, the summary is as follows: The organization bets on investing in mentoring programs for its employees. (5) The mentor should pay attention and know-how to identify if there are many problems, which is the most urgent. The mentees at Vodafone Turkey have two main dilemmas, which are the lack of time and the work of the employees under pressure. In this case, the mentor helps his mentees to overcome the blind spots of the perception and gaps that mentees have of the problem in question. Finally, when the mentor completes the exploration phase of his mentee may end up asking questions such as: how do you feel about this case? What do you think? What else do you think about it? All the answers 
help distinguish hidden flaws and altered thoughts. (1.1) The second stage consists of challenging existing views, addressing problems one by one, motivating the mentee to try to induce him to have a different view of the problem. This stage requires the challenge of living views, and it is essential to try to resolve problems one by one and promote the motivation of the mentor so that he can have another view of to the problem or problems. Thus, there are some helpful questions to test these views, such as: What does he or she think? What problem do you have with this topic? How would this look, from another individual's view? Also, mentees goal-settings, in this part, the mentor attempts mentee not to be blocked and can move forward by identifying areas where he can improve. In the case of Vodafone managers, according to the mentor, the organization should give them more flexible shifts to have time to learn about mentoring, for example, one day a week off, until he is fitted to prepare the rest of the assistant managers.
(1.2) The third stage is consisting of action planning; the valuable question here includes:
Which one of the feelings is best for you? What will you get if you do this? What will you do first and by when?


Once all the objectives are specific and measurable, the following is to agree with the time, the mentor in the following meetings with his mentor need follow mentee progress, in the case of not achieving these objectives it is not good to judge the mentor but to remind him the commitment he made when they spoke before (Gerald, 2019)

[bookmark: _GoBack][image: ] (ktpaperoiwr, 2019)

[bookmark: _Toc18048096]Conclusion & Recommendation 
The author's judgment about the Vodafone case study is that managers encounter difficulties in getting time to learn how to coach. Through the questions they ask themselves, they can identify the roots of these problems. Hence the author understands that a good coach is one who has the knowledge and skills to develop the individual's potential. And so, forth the purpose of coaching is to produce employees with a high level of productivity and job satisfaction so, the organization benefits from the retention and recruitment of new employees. The author has seen that if the coach asks the right questions to his coachees, they will give him the right answers they need to obtain the solutions. Besides, to know if the coaching system that has been implemented in the organization will be successful or not, some factors can lead the organization performance through the process to foster a coaching culture. Apparently, there are similarities and differences between coaching and mentoring straightforward to recognize; Also, the coach approach with his coachee also has a process that is outlined in this exposition. In expansion, the second problem in Vodafone Turkey case study is that the organization does not have enough learning development programs in place, and its leaders do not have time to be taught because they are always working. Therefore, through the organization, mentoring assistant programs benefits are noticeable because it can aid to achieve employee's self-awareness and organization sustainable work environment. To conclude the exposition, the author reveals a mentoring model for mentors to grasp the process stage by stage, to acquire the needed skills and can adjust it to the organization culture resulting in effective management and increased job performance in the workplace.
The author's recommendation for mentoring and coaching situation is that to be successful and develop both sides potential in their role; the participant should be perseverant, consistent and keep a lifestyle rooted in the new education they want to hold or transfer. Not only are organizations self-aware of individual development benefits, but the government should also finance part of these organizations programs that crave to include it would help direct employees who for instance have long shifts and a tight schedule to learn.
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