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Explain the similarities and differences of coaching and mentoring within an organisational context

Coaching and mentoring are two different dimensions that are used interchangeably and have similarities. Coaching can be seen as a process for human development where it is focused on helping the individual be able to solve their own problems and unlock their own potential to improve their performance by using appropriate strategies, techniques and tools. It can also be viewed as a reflective learning process (Whitmore, 2023).
Within a workplace, coaching is based on the goals of the coachee, where the coach which usually be the manager would respond to the coachee’s requirement and provide help through reciprocal actions. These actions can be done internally on a formal or informal basis such as training, weekly catch ups, emails or completed externally where an outside coach would come to provide help. It is important for coaching to take place in the workplace, as managers need to coach employees through their own experience and personality to help the employees grow as team members and be able to achieve specific goals (Passmore and Lai, 2019).
There are four types of coaching that can be used in a workplace which are executive, integrated, team and virtual coaching. Executive coaching is the most common learning approach used in the workplace. It is a process where the performance of important leaders is strengthened through altering behaviours or making key transitions that affecting their performance. Integrated coaching is when the coaching sessions are developed around leadership development program (Wilson, 2004). 
Team coaching is the most effective as it is for all staff level and includes a range of methods with the aim of strong interaction and increased performance. Virtual coaching has become more prevalent to be used in workplace as it involves the coaching via a video and can be easily completed anywhere at any time as it would be facilitated in the same manner as face-to-face setting. Executive, integrated and team coaching also be completed through virtual coaching as well (Wilson, 2004). 
For example, since the pandemic occurred the report writer’s office structure changed where half the team must work from home and the other half in the office on a weekly rota basis. Therefore, for the whole team to receive latest information at once regarding changes in the work process or policy, the report writer has to adapt the virtual coaching method to enable this to occur. 
Blooms’ Taxonomy Hierarchy is also another approach that can be used towards the coaching practice. Blooms Taxonomy is a hierarchical model with individual tier that are categorised based on learning objectives and the complexity level. There are six tiers of the hierarchy and these are: remember, understand, apply, analyse, evaluate and create. Therefore, from a coaching perspective the model can be used for coaches to identify their employee’s overall goal. They have to assess the employee’s current knowledge/skills and how their desired goal can be achieved needs to be analysed (Ruhl, 2023).
Workplace coaching can be seen as a facilitative approach, as the main objective of it would be to create a two-way communication between an employee and their coach in order to identify learning and development areas of the coachee to increase their work performance. To achieve this the coach would have to focus on key skills, goals and performance objectives of the employees in order to unlock their potentials (Factorial, 2022). 
For example, in the report writer’s workplace, the admin process to recruit candidates changed and was difficult for employees to follow. Therefore, the report writer (workplace manager) decided to conduct virtual coaching so that those working remotely can be a part too. The report writer decided to demonstrate how the new process works by themselves so that they can gain further insight into this as well as improve their learning experience. The report writer emailed a handout which had a step-by-step guide of the new process for employees to refer to if needed. To identify and overcome barriers of the new process, the report writer had to coach the team so that the employees learning the changed process become confident and this will also enable the workplace performance to be increased.
Mentoring on the other hand has a wider definition as it has been used by everyone either in the form of mentoring someone or being mentored themselves.  However, to simply define mentoring it is when a person who has increased knowledge, skills or experience shares this with another person to help them progress (Cronin, 2022).
According to Echoing Rivera, Starr (2014), the definition of mentoring is: "Mentoring isn’t about changing someone, or getting someone to do something differently, it’s about waking someone up to who they really are. The mentor’s challenge is to distil their own experience into bite-sized chunks of wisdom, help or guidance that ultimately helps them to discover that." (Turas, 2023).
Workplace mentoring is mainly conducted for employees learning and growth and is usually conducted on a one-to-one basis. Within a workplace a mentor is usually the experienced employees or the manager providing guidance and support to employees who are less experienced or new to the team (Cronin, 2022).
For example, the report writer had to mentor a staff member who joined the team by providing training on a one-to-one basis. The report writer sat next to the new employee and explained how the recruitment process worked and showed them a step-by-step process on the computer. The report writer remained patient and supportive towards the new employee and ensured they understood the process throughout. The new employee was happy with the mentoring they received as without this it would have been impossible for them to follow the work process.
The main similarity between coaching and mentoring within an organisational context would be that both areas focus on development of the employee. They are used to help enhance the knowledge, performance and skills of the employee’s and play a key role in the success and development of the business as well as staff retention and productivity (Bluckert, 2005).
Likewise, another similarity between coaching and mentoring in a workplace is that both dimensions depend on relationship building with the employee usually on a one-to-one basis. In order to build connection with the employee it is important for the coach/mentor to listen to the employee’s requirement by asking the right questions and being open and supportive so that the best solution can be offered which would enable more informed decision making and increased self-awareness for the employee. 
For example, in the report writer’s workplace, during the pandemic a lot of sudden changes took place such as social distancing, working from home, staff shortage. All these changes had a stressful impact on the employees due to the changes involved and the increased workload as staffs were unwell due to covid. The report writer had to ensure their employees struggle was being addressed by making sure additional training was in place for those required, recruiting extra staff to help, having regular meetings on Microsoft Teams to keep the team updated, encouraged staffs to take short breaks throughout to avoid stress building up and provided complimentary snacks to the team as a thankful gesture for the hard work. The report writer had to be intuitive and have critical thinking to address the situation. Here, the report writer can be seen as a mentor and a coach for their team by ensuring they kept connected with the team by identifying the problems, providing support and solution to help the employees with their learning and development during pandemic.
Likewise, there are many differences between coaching and mentoring where a main difference would be that mentoring is long-term based and coaching is short-term based and more time bound. Mentoring is long term as it focuses on the employee’s career development, where challenges, questions, ambitions are communicated amongst the mentor and mentee. For example, the report writer conducts appraisals with employees to discuss what they have achieved and what future goals or skills they would like to develop and if any help are required. Coaching is short-term because it focuses on specific goals to be reached within a set time limit and is conducted via structured meetings and therefore is time bound (Ahern, 2003).
Another difference between coaching and mentoring is the purpose towards employee. Coaching is used when changes are put in place for employees to improve on their work. Strategies would be taught by coaches to employees so that they can perform their best and enhance their productivity levels. Coaches would also help employees learn practical skills and how to stay motivated so that they can achieve their career goals. Whereas the purpose of mentoring for employees is for the mentor to help employees be able to undertake responsibility and complete tasks efficiently. They also have to ensure a positive and professional relationship is formed between them and experienced staff members (Clutterbuck 2008). 
For example, when a new employee joins, the report writer works as a mentor by ensuring the new employee is introduced to the team, explains the job responsibility thoroughly and in a patient manner, demonstrate this on the computer and gives them enough support required to complete the role such as handout, online training, weekly catchups. 
Moreover, qualification would also be a difference between coaching and mentoring. To become a coach, training programmes and online courses must be completed by the individual to become a qualified coach. The coach is usually paid for their work and is conducted by an external organisation. The manager usually hires the coach for a set number of session depending on the training requirement. On the other hand, mentoring requires no qualification and is voluntary as it is usually completed by the experienced person who are competent at their job and are confident and comfortable in sharing this with junior employees (Rolfe, 2015).
Overall, the main similarity between coaching and mentoring in an organisational context would be that they both aim for the same purpose which is to enable employees to develop, grow and reach their full potential and be able to focus on their own career and personal development. However, there are differences between coaching and mentoring and therefore they should not be grouped together instead be viewed as separate prospects in order to be best delivered and managed in organisations (Jones and Wood, 2015).










Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace coach or mentor

Within a workplace the role of a coach has a huge influence on the business success and employee development. Workplace coaching involves the process of providing employees the required tools, knowledge and opportunities for them to be more productive and efficient at their work. Even if employees have the right skills and knowledge to conduct their work, without a good coach their goals will become shortfall and they will not be able to reach their targets (Ezra, 2021).
Therefore, the main aim of a workplace coach is to increase the efficiency and creativity of the employees, increase employee engagement and provide development opportunities and ensure a smooth functioning of the organisation performance. However, to be successful in achieving this aim it is important for the coach to acquire the right skills and behaviour which will be discussed now (Blackman, et al 2015).
Firstly, for a coach to be able to provide coaching at work, whether they are from an internal or external organisation they need to have knowledge and experience over the field they are going to coach about. For example, if the report writer does not understand the recruitment process, they are going to coach about then they will not be confident and accurate in delivering this to the team which will impact team performance. Knowledge is important for a coach as it will allow them to discuss areas of development or improvement needed in an organisation and how to get the best out of the team through the right course of action. Therefore, as a coach they must acquire knowledge skills in the coaching field and be confident in presenting this to employees (Blackbyrn, 2023).
Likewise, as a coach it is also crucial for them to build trust and honest relationship with the employees. The coach will need to put forward advice, feedback or direction to the employee regarding their goal. However, for the employee to come forward and discuss their goals, weaknesses or even ask questions, they must feel comfortable with the coach to do this. Therefore, as a coach it is particularly important to establish trust and honesty with your employees so that they will feel motivated to develop and grow (Miles, 2022).
Communication skills would be an essential skill that a coach should have to be a successful coach. This is because through communication the relationship between the leader and employee develops and grows. The coach will need to have an open and effective communication technique when having discussions with the employees. They also need to communicate in a respectful manner ensuring the employees are given the opportunity to disagree with them or give opinions to them (Boyce, Jackon 2010).
For example, when the report writer as a coach had to explain the new process of recruiting staff outside of UK with accordance to the Home Office regulations this was a huge change to the organisation. The report writer had to communicate the information in a clear and concise manner with a calm tone and ensured their employee was understanding the situation by asking open-ended questions and giving their employees time to provide opinions or questions.
Another skill that a good coach needs to have would be active listening skill. Through listening it would allow the coach to understand the employee goal or problem as well as the organisational demand and gather information to find solution for it. If the coach listens to the employee’s requirement by showing full attention, they can help guide them and build up on their business relationship. Therefore, it is important for the coach to show genuine interest towards their employee development and be non-judgemental and fully engaged with the employee. If the employee feels their opinions or goals are being listened and taken into consideration and being valued by the coach then they will feel appreciated and motivated into working harder for the organisation and seeking new opportunities (Gentry, et al, 2015). 
It is also vital for a coach to have emotional intelligence when dealing with employees. They need to understand how certain decisions or processes can affect the employee behaviour and action. Through emotional intelligence the coach will be able to understand the feelings and emotion of the team and come across dealing with challenges better (Gentry, et al 2015).
For example, in the report writer workplace, a new project was going to occur where the system used to recruit staff will be changing. The team was distressed regarding this however, the report writer being a leader explained to them the advantages of the new project and how it will benefit them, and the business and that full support will be given so that the team are not felt overwhelmed. The report writer had to understand the emotions the team are going through due to this change but at same time take initiative of how the challenge will better them.
Another key skill that a coach needs to acquire would be feedback which they need to give to employees and even be able to receive feedback. Even though giving feedback can be difficult and not an easy task to conduct, it is important for a coach to be confident in giving feedback as this can have influence in the employee’s behaviour and performance. 
At the same time, when a coach provides feedback, they need to ensure to provide a positive attitude. This is because if an employee has made a mistake, the coach should try to respond to it positively by asking what went wrong and how this can be improved or rectified for future or provide encouraging feedback. The coach needs to understand that employees will make mistakes and this is part of their learning process (Partington, 2019).
Likewise, a coach should always display a supportive behaviour towards their employee as this will increase the level of engagement by the employee. When a coach shows support to their employees through feedback and encouragement, this will motivate staffs to be more engaged with their workplace which will lead to increased productivity and performance for the organisation (Grant, 2017).
Empathy is also a key skill that a workplace coach should have as it is important to understand the emotions displayed by the employees. The coach needs to identify the problems or issues the employees are facing and help them overcome this by finding solutions. Understanding the reasons for employee difficulties and being empathetic can really help motivate staffs and increase their productivity. It also enables the coach to gather feedback through body language and personal circumstances of the employee. An empathetic coach in a workplace will help resolve conflicts and build a productive team which will also improve relationships between employees (Kilburg, 2016).
Furthermore, a workplace coach should also have good organisational skills so that they can prepare their coaching sessions and follow up promptly. When a coach is organised, they would be able to understand who they are coaching and what information is needed for the coaching sessions. When employee’s goals and development are being tracked by a coach this would enable the coach to understand how much progress the employees have made and what further coaching sessions are required to help the employees grow (Traylor, et al 2020).
When the coaching sessions are being prepared by the coach, they need to set goals and discuss any issues or concerns with the employee in how these will be resolved within a certain time. Therefore. a key aspect a coach should also have along with organisational skills would be time management skills. Setting goals or having solutions for problems can take time, so the coach needs understand how to manage the time effectively on coaching sessions in order to achieve increased employee performance (Osin and Sircova, 2014).
Therefore, a workplace coach does need to have the necessary skills, attitude and knowledge as this will have an impact on the development of employees as well as the organisation. They need to focus on how to help individual employees grow professionally and personally as this will increase staff retention rates. When employees feel they are being valued and their viewpoints are taken into consideration they are more likely to stay at the workplace especially if the employee develop further skills and different competencies in other areas.
However, coaching can be a challenging task as not every individual can acquire the right mindset and skills to become a good coach. The workplace coach must have confidence, experience and be able to give meaningful advice to their employees which can either have a positive or negative impact on the organisation. If the employees interact and listens to the coach, then they will be willing to develop on their goals and act upon any feedback received. However, this can fail for the coach if the employee does not agree with their coaching process and can take feedback as a negative criticism. Therefore, if the coach does not have the right skills, attitude, behaviour and knowledge then they may not be able to address the goals and development of the employees properly which will result in poor performance of the organisation (Lindberg, 2022).





Critically assess a model or process that should be followed when formally coaching or mentoring

One of the simplest yet popular coaching model used within a workplace to structure coaching sessions is called the GROW Model which was created by Sir John Whitmore in the late 1980s. There are four key steps in the GROW model, which are: goals, reality, options and will. The GROW model can be used to help employees plan and reach their career objectives in the long term and how their performance can be improved. The model has been used in many organisations as it helps individual achieve success on a personal level or as a team (Wilson, 2020).
The first step of the GROW model is the goal of the employee of what they want to achieve and how to accomplish this. This could be completing specific tasks or making general changes to behaviour. The best way for the coach to understand the goals would be to follow the SMART criteria: specific, measurable, attainable, realistic and time-based. Using these criteria will be easy for the coach to measure the progress and ensure that a realistic target is set by the employee. The coach can ask open-ended questions such as what the employee wants to work on, the benefits of this and how it will fit with their overall career objectives in order to understand the goal (Practice, 2022).
Second step is reality which is the exploration of the current situation of the employee and how they got there. This is where the coach asks guiding questions and reflects upon what the employee has done so far and what is or is not working for them to reach their goal. Through this step the coach can gain better understanding of their employee beliefs, values, priorities regarding their goal (Practice, 2022).
Third step is options which is looking at the different options available for the employee to reach their target. The coach will have to brainstorm with the employees to discover ideas that can be achievable to move from their reality to their goals and discover the potential challenges and how these can be overcomed to reach success.
The fourth step which is the final stage refers to will. This step is the most important stage of the entire process as in this step the coach will ensure that the plans and actions that have been put in place for the employees towards achieving their goal are being followed. At this stage, the coach is helping the employees establish their will and boost their motivation (Practice, 2022).
Likewise, another way of remembering the four steps of the GROW model would be to think about how a journey is planned. The goal step is where you are going, and reality step is where you currently are coming from. The option step is the different routes or transportation being explored to reach the destination. The will step is when you have committed to make the journey despite the obstacles that can be faced. 
In the report writer’s workplace, they can use the GROW model to help their employees with achieving their targeted goals. For example, an employee has a goal to be able to recruit international staff for the NHS. Recruiting international staff for the NHS can be difficult as it involves various processes and administration and therefore due to the obstacles involved not all employees want to undertake this recruitment. Therefore, the report writer as a coach will need to understand the current reality of the employee which is that they are a recruitment coordinator for UK based staff and what routes they need to undertake to progress towards their goal.
The report writer will look at different options available to help their employee so that they to gain further knowledge and experience in how to recruit international staff. The options the employee need to look at with the coach would be training sessions, Home Office guidelines, international recruitment policy for NHS, shadowing a colleague or hiring an external member of staff to see how to recruit international staff. Once all the options are brainstormed the report writer will check that the employee is undertaking these sessions and progressing towards their goal of being able to recruit international staff. 
Therefore, a coach should use the GROW model when coaching in a workplace organisation as it would be an excellent way for them to understand the goals of their employees and how they can plan to help the employee achieve this. Along with coaching sessions the GROW model can also be used to set goals on other professional contexts such as annual reviews, meetings with employees to discuss their progression and personal growth at work (Netex,2021).
The main advantage of the GROW model is that it can be used either in a group setting or on a one-to-one context. When used in a group setting, during the option stage the coach can brainstorm with the whole group of employees for ideas to reach the goal which would lead to better interpersonal relationship amongst employees and a better-quality working environment. Likewise, when the model is used to coach an individual on a one-to-one basis, the coach will be able to discuss the employee goal and setbacks during each stage with them as a starting point (Netex, 2021).
However, like any other model there are limitations with the GROW model as well. The main issue would be that employees may have unrealistic goals which may not be achievable. Therefore, the goal setting for the coach and employee must be realistic to act upon. Another problem with the model would be that the employees may lack motivation or not fully participate during the brainstorming or training session of the coaching and therefore the entire step will not be effective. Likewise, the employees may also not be interested or do not want to act upon the last stage of will and therefore do not get things done as established (Brown and Grant, 2010).
However, the GROW model is a powerful framework as based on this model another model called the OSCAR coaching model was developed by Whittleworth and Gilbert in 2002. The OSCAR model enhanced on the existing GROW model with the aim to help those in managerial position to be able to adopt a developmental coaching style so the company and team can benefit from it (Revolution, 2023).
The acronyms of OSCAR model stand for outcome, situation, choices, action and reviews. Outcome is when the coach discusses with the employee their desired outcome and long-term goals, same as the first step of goal of the GROW model. Situation is understanding the current skill, knowledge and ability level of the employee and how they are at that level, like the reality step of the GROW model. The choice step is when the coach will brainstorm with the employee for plans to achieve the outcome such as undertaking training course, again same as the option step of GROW model. Action is the process to help employees identify the improvements needed and how these can be done using the SMART criteria. The GROW model also uses the SMART criteria during the goal stage. The final stage is the review stage in which the coach will see if the employees are on track with their goal and should assistance be needed, same as the will stage of the GROW model (Revolution, 2023).
Therefore, the report writer can benefit from the OSCAR model as they are in a managerial position with limited coaching style and can use this approach to improve on their coaching sessions so that they can help their team development over short and long-term sessions. The main advantage of the OSCAR model is that it is flexible and can be used as a set of tools so not all the elements need to be used every time. However, like the GROW model in this model the employees can also lack interest towards their coaching session and not focus on the outcome (Revolution, 2023).
Overall, there are many coaching models that can be used; however, the GROW coaching model would be a simple yet effective coaching model that a coach can promptly follow to facilitate employee development and improve performance or to use when setting goal. The GROW model for a coach is easy to follow and adaptable and effective as it provides a step guide for goal setting, decision making and measuring progress (Netex, 2021).
To conclude, mentoring and coaching are both valuable learning tools for a workplace as either one will help develop and enhance the skills, knowledge or work performance of an employee both professionally and personally. When an employee receives full attention from a mentor or coach to help them achieve goals, the employee will feel more valued and will be motivated in doing better performance at work which promotes engagement and increased productivity (Carruthers, 2022).
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