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[bookmark: _Toc17900205]Introduction

[bookmark: _Hlk15325690]This report will clarify the purpose of coaching and mentoring skills within the workplace. The author will clearly consider the differences and similarities of coaching and mentoring activities. A well-defined model of coaching or mentoring will be included in the report, critically assessing its assistances for developing individuals’ workplace efficiency. The author will demonstrate and develop understanding of the principles, skills and training of effective management coaching and mentoring and the benefits they bring to the individuals organisation. The author will apply strategies to critically discover the knowledge, attitude, behaviours and skills required by an effective workplace mentor or coach. Applicable referencing will be integrated to state and support the research I carried out for coaching and mentoring skills within the workplace. The author will evidently express that the report has displayed evidence of wide reading and research, using academic theories and models to support appropriate information relating to coaching and mentoring skills. Furthermore, the author has decided that the chosen organisation is J and C Academy and the role within the organisation they perform is multi-sports coaching, coaching and mentoring from the ages of 4-16-year-old, as well as, coaching the less abled and people with impairments.























[bookmark: _Toc17900206]The Case Study

To contemplate the significance of coaching and mentoring within the workplace, the author has used the establishment where he is presently experiencing the role as a sports coach and developing to sports leader within the organisation. As stated by (J and C Academy, 2018)The organisation’s CEO Jazz Rose established J and C Education in the year 2004, as he was passionate about proposing and offering all children across the country with admittance to a high quality and proficient education. The associations child centred methodology and duty is to contact education services to increase individuality, self-assurance and intellectual understanding, as well as, developing the child and monitoring their progress. This will lead to developing learning within schools by providing the uppermost professional and qualified sports coaches. Since the year 2004, J and C Academy has been constantly distributing high superiority professionals for specific subjects within Primary schools across England. Gaining a high-class status for certifying every child is efficient to reach their utmost potential and encouragingly contribute to society. Key assistances to the primary school are that they are sustained with effective PPA cover for support of their staff, skilled specialist teachers are specified, engaging lessons assuring pupil development in their junior years, shared preparation and evaluation within the Primary Schools.

Formerly over the course of time, only a few entities valued and respected the quantity and efficiency of the work they were performing. As stated by (Swinscoe, 2010), There was a time where people attended the workplace to actually accomplish their responsibilities within the organisation to an excessive level, furthermore, the ambitious and enthusiastic coaches and mentors were promoted into higher roles within their company. In today’s society, associations have approved and comprehend the implication of inspiring their employees and colleagues to achieve advanced outcomes in delivering exceptional services. The development of the individual and the team is so essential in organisations today and the purpose for this is that associations that are not proficient of authorising their coaches or mentors of recognising and accomplishing success within the workplace, consequently, complications will most certainly occur throughout any session being carried out.















[bookmark: _Toc17900207]What is Coaching?

From the author’s experiences as a sports coach, coaching supports individuals to develop existing skills and confidence, through activities such as questions and exploration by the coach themselves. Coaching is also a longer-term relationship, however, is more transformational. Approaches of a professional coach is learner as expert with knowledge and the outcomes they desire for is to develop an individual’s application of skills. Coaches partner with their clients to develop learning through the life they require, in order to bring out the resources and excellence of their clients, so they can develop their confidence and accomplish astonishing, purposeful lives. Therefore, coaching is a professional relationship that supports individuals to create superior results in their careers, lives or organisations. Generating transparency, coaching moves the client into action, fast-tracking the individual’s progression by specifying larger attentiveness and emphasis of all the potentials which occur to construct accomplishing lives. Additionally, coaching supports to achieve organisational goals, as well as, enhancing the workforce of a company. According to (Hoppen, 2019) there are several rules to effective, ongoing employee coaching. A few of the rules are to five individuals or employees’ frequent feedback, push individuals to their attainable limits, require if there any support you can offer to individuals and develop a goals roadmap to ensure everyone is pushing in the same direction, towards the equivalent objectives.
[bookmark: _Toc17900208]What is Mentoring?

Mentoring usually involves a person who is friendly, reliable, trustworthy willing to learn and sensitive to the requirements of others (mentee). It can be seen by (Emma, 2019), that mentoring supports individuals towards their aims and objectives not by giving them the answers but by guiding them towards the right answer. Mentoring associations can influence the following outcomes, which are increasing knowledge transfer, smart succession preparation, expansion of management and leadership skills, inspiration for expert development and accountability, amplified teamwork and accomplishment of aims and objectives. Mentoring is an exceedingly esteemed development activity executed within many organisations such as J and C Academy. At the centre of the activity is the correlation between the mentee and mentor where the improvement of the mentee is the fundamental focus. The development ought to be content through the relationship and can vary in focus from assistance on mending into a fresh organisation, performance enhancement to career management. The key point with mentoring is that the concentration is determined by the mentee themselves. Therefore, they are guided by their mentor in support of their behaviours, attitude and performances.


[bookmark: _Toc17900209]The purpose of coaching and mentoring skills in the workplace

Mentoring and coaching can be exceptional ways to enhance an individual’s performance, however, they don’t just support individuals to accomplish their workplace objectives. In order to support mentors to become a more effective manager within the workplace, putting in place a two-way collaborative partnership with a mentee could benefit the mentor with this approach. If coaching and mentoring practises or schemes are taken on board within the workplace, workforce performance levels may be lifted with positive impacts on everyone as it may develop all of the individual’s communication skills.
 
According to (Shula, 2002) it can be seen that you cannot catch individuals doing something right if you are not their as a coach or a mentor to see them accomplishing something relevant to their needs. Therefore, a no-response circumstance usually appears when nothing is done or said following an individual’s action. Additionally, good actions that receive no acknowledgement at all can impact the individuals learning process, as well as, can come across as the coach or mentor being discouraging. However, the only exemption is when individuals are self-actualizing, in other words, when they have a passion for they are performing or doing they will continue to perform and do it appropriately regardless to receiving any recognition whatsoever from their mentor or coach.

It can be seen by (Blachard, 2002) that his organised the key points of coaching into a simple acronym, which is C.O.A.CH:
C – Conviction-Driven: On no occasion compromise your principles.
O – Overlearning: Exercise up until perfection.
A – Audible-Ready: Recognise when to modify.
C – Consistency: Reply certainly to performances.
H – Honesty-Based: Do not talk the talk but walk the talk.

Following these key points will ensure that the coach or mentor will be thinking about their own values and mission and can recognise them but also share them with the individuals in the same organisation. Consequently, having a vision for the individuals and yourself will ensure each and every person will begin to move in the same positive direction, which is beneficial to the coach/mentor, the mentee and the organisation. 

Coaching can be as simple as requesting individuals for their support in accomplishing a mission or demanding for their resolutions to resolving organisational problems. As a sports coach I find rather than explaining to individuals what to do, empowering them to search for the answers themselves is more beneficial. This ensures that the individual is learning whether it’s the right or wrong answer and if they make mistakes, which is always possible, as long as they are learning from their mistakes, the impact is very effective to the individuals development process.

It can be seen by (Long, 2019) that coaching and mentoring include combining knowledgeable employees and professionals that might use support acclimating to the environment, as well as, culture of the organisation. This may involve partnering a mentor with new workforces to support them to settle into the environment and thrive towards to a positive beginning with the workforce. Coaching usually comes intact when a current or new employee can gain advantage from personal supervision on particular job responsibilities, duties or developments. Small organisations might even put mentors in place within the workplace to support emerging other employees along an explicit career pathway, for instance, management level.

There are several styles of coaching that can be implemented within organisations. According to (Woods, 1999) coaches will use a diversity of coaching styles dependent on the coaching scenario. Moreover, they identified four various styles of coaching, which are problem solving style, guided discovery, Reciprocal style and command style. Within J and C Academy they insist that coaches implement the guided discovery style when coaching in the workplace. The method requests the performer to reflect, to go outside the prearranged information and then realise the accurate skills. The core of this style is a coach-player construction in which the sequence of material and enquiries grounds answers from the participants. The mixture of info and enquiries from the coach helps produce a accurate reply, which is discovered by the participants themselves. The result of this development leads the participant to determine the required approach or method. Guided discovery will involve you raise relevant questioning and delivering choices or decision making for individual’s or the team, supporting and guiding the participants to reply to the enquiries themselves, as they turn out to be enquiring about the responses they have provided. On the other hand, along with (Snow, 2015) the trainee performer in a command style background deliberates exceedingly around what they are attempting to perform, a formula of paralysis by examination.

Coaching and mentoring can deliver a swarm of assistances on an organisational level and personal level: 

· Coaching and mentoring can support encouragement with loyalty towards the organisation.
· Coaching supports employees to feel content with management and stimulates communication within the workplace, consequential in a positive workforce. Additionally, this may allow the organisation to save money that could have then been used for the continuous training and recruitment of replacing staff within the workplace.
· In order to support less experienced, young or new employees up to standards within the workplace, taking benefit of the knowledge and skills of experienced professionals and staff will assist these circumstances in the workplace.
· Coaching precisely permits people to resolve apprehensions and problems within the limitations of a personal and reliable relationship. Moreover, this could support reducing obstructions on a personal platform and enhance the job approval of the person, which is very beneficial on an organisational level. 
· Team efficiency can be enhanced, as well as, the department and the entire organisation. Mentoring and Coaching consents managers to recognise the assets and weaknesses of every employee within the workplace. Consequently, this allows the company to take advantage on the properties being offered to the entire working force. 
· Fresh motivation in the workplace: Mentors every so frequently remark that through mentoring a specific individual will develop their motivation levels and allows them to take a renewed approach at their personal role and how they accomplish specific things within the workplace.
[bookmark: _Toc17900210]The similarities and differences of coaching and mentoring activities

coaching and mentoring are developments that enable individuals to progress and attain their complete potential. Coaching and mentoring share a variety of vital skills and similarities, however, they are diverse processes, therefore, it’s logic to outline and take on board the differences and similarities. This supports to certify that potentials of mentors and coaches are made clear within the workplace. It can be seen by (A guide to mentoring coaches, 2014) they give ideas of mentoring and coaching activities that enables individuals with the opportunity to observe the coaches actions or performance:

· Creating a goal, this will support individuals to avoid ponderings and activities from becoming generalised with the organisation.
· Observing a coaching or mentoring session and formulating sessions with other individuals to gain experience, knowledge and relevant feedback.
· Evaluating sessions will benefit individuals to be capable of progression within the workplace.
· Holding one to one sessions with individuals, finding out their goals and their requirements, using a mobile phone or e-mail to support and follow up communications with clients.

Similarities between mentors and coaching activities are that both role’s involve crucial skills to fulfil the responsibilities within their role:

- Listening: Emphasise on understanding what is said instead of expressing a directive response.
- Questioning: Mentoring and coaching both require individuals to allow the clients to accomplish, unlock and recognise their own style of learning or a substitute tactic. For Instance:
· What are the individuals objectives/aims for the session?
· What went well with the one to one or group session?
· What would you do contrarily for the future sessions?
- Observation: First hand perception on the coach or mentor, ensuring individuals consequent contribution is absorbed.
- Feedback: This is crucial for an individual’s performance levels and progression, therefore, coaches and mentors that embrace assistance, praise, guided discovery, but use criticism carefully as individuals can be demotivated from unnecessary criticism.
- Additional abilities: Be positive, truthful, motivated, sympathetic, encouraging and reflective.

The differences between coaching and mentoring can be seen below in table 1.1:

	Mentoring
	Coaching

	Mentor is more knowledgeable and has additional experience than the client and shares it with less experiences employees or young individuals.
	Client and coach are equals working as a team. Coaching does not entail direct understanding of the client’s role or situation. 

	Mentoring can be more directive than coaching, sharing understandings, offering clients assistance whenever necessary, as well as, guidance and advice.
	Essentially coaching is non-directive, even though it helps clients reach their requirements.

	The focus of mentoring is developing the client or mentee professionally, handling or managing transitions  and occupation development. Mentoring can help individuals take on board and get involved with openings or events to support the individuals development process.
	Coaching concentrates on improving performance and self-development. The aims of coaching is to enhance the participants potential ability. Coaching is intended at explicit present-moment workplace associated matters and career transitions.

	Increases client’s occupational and technical related abilities. Supports mentor to develop mentee professionally within the workplace.
	Coaching enables clients to incorporate skills into their leadership at a transactional level. Coaches enhance their self-awareness and awareness of their effect on others in the organisation. From time tom time can allow client to accomplish transformational behaviour.

	Mentoring can be long-term depending on the mentee’s requirements.

	Structure of meetings of adjustable length every two weeks or month, therefore, comparatively short term.

	Meetings can be held as and when the mentee requires supportive guidance, advice or support and be informal from the mentor.
	Meet with other coaches or participants in a neutral place or meet the participants at their company or workplace.




Table 1.1 The differences between mentoring and coaching

Mentoring is not as much of producing accurate and attentive behaviour modification and more about supporting mentees to understand an appropriate level that will concrete their forthcoming occupation selections. Even though mentors will unquestionably listen and question, the level of mentor is of somebody who shares guidance founded on his or her self-experiences.  The dialog proportion between client and mentor or coach imitates this in that the mentor naturally speaks much more than the coach would.  The understanding of coaches was that they did not offer assistance, however, inquired interrogations to empower the coaches to discover their own resolutions.

It can been by (Surbhi, 2018) that within an organisation, several staff development agendas are performed, in order to raise their performance levels. Whist coaching is the development of managing and training an individual to enhance their performance. On the other hand, mentoring refers to the analysis progression supported to direct and support an individual with their career or personal advancement. Conventionally, mentoring has been understood as a push elegance, although coaching has been realised as a pull style. If we practise this as an outline or framework, the actions mainly used  in mentoring and coaching fall unevenly into this category of variety or continuum, which was established by (Downey, 2013) can be seen below and demonstrated by the author in table 1.2:

	Tell
	Instruct
	Advise
	Feedback
	Suggestions
	Question
	Summary
	paraphrase
	Reflect
	Listen

	Push
	
	
	
	
	
	
	
	
	Pull



Table 1.2: The push/pull range for coaching and mentoring

[bookmark: _Hlk15323885]Within this continuum ‘feedback’ is a very fascinating section. On the surface it may perhaps seem to be a ‘pull’ style, however, as it involves actions of telling, it makes it a ‘push’ elegance. Mentors may possibly offer mentees feedback about their personal performance, even it involves a bit of criticism to give their mentee an understanding of what they are doing correct and what they can do better for forthcoming events. Coaches also give feedback using a Q+A approach at the end of sessions, helping participants understand from their experience or own developments. This can enhance coaches self-awareness and could probably prompt behavioural alteration within the workplace.











[bookmark: _Toc17900211]Defined model of coaching or mentoring, critically evaluating its benefits for developing individuals’ workplace effectiveness

The ‘GROW’ model is reasonably one of the most recognised and effective coaching models in today’s workplace. The theory was established by (Whitmore, 2017) and is one of the best and most used coaching models in the United Kingdom. Numerous coaching training events take on board this model as a framework for enhancing the coaching relationship in the workplace. Below in table 1.3 is an exemplar of a GROW coaching model completed in full by the author, as a coach in their organisation:

	Goal

· What do you want to achieve?
· How will you know when it has been accomplished?
	I want to hold my personal organisation with professional sports coaches, with relevant coaching badges, delivering sessions in and around London schools.

	Reality

· What’s happening currently in terms of the goal?
· How far am I from reaching the goal?
	In terms of reaching my goal, I’m gaining enough experience and knowledge through coaching and business studies through my university. I’m probably 20% out of 100% to where I need to be to accomplishing my goal.

	Obstacle/Options

· What is avoiding me from progressing? Finances? Experience? Other individuals?
· Deficiency of skills and knowledge? Physical Environment?
· What possibilities do I have to address the obstacles or issues?
	I have to climb my way up the ladder within the sports coaching sector to certify I gain the adequate skills and knowledge, in order for me to reach my goal and be a successful coach. Furthermore, I need to ensure that I look in to the next coaching level or badges to open further opportunities within my organisation and for personal development. As I am a Level 2 coach the next step would be obtaining my UEFA B license.

	Way Forward/Will

· Which option will I commit to?
	I will ensure that I am committed and motivated to gaining excessive knowledge and experience by coaching people with impairments to gain additional experience within my sector.



Table 1.3: GROW coaching model









The ‘GROW’ coaching model enables the coach to understand how to accomplish progression and meet performance goals of the participants. It is essential primary to advance a coaching approach and trustworthy coaching behaviours appropriate to determine how influential GROW can be within an organisation on individuals. It most frequently focuses on transformational coaching instead of transactional coaching. According to (Haughey, 2014) once the coach is confident to start coaching their team member using the ‘GROW’ model, they should embrace coaching conversations to see the sights of the options available to their participant. This could be accomplished by using the method of brainstorming following the ‘GROW’ model, taking on board each area. Furthermore, using this model can support the individual, as well as, managers and the coach themselves to identify any possible barriers or risk, and removing them by recognising them in the workplace.

Operating a deceivingly modest framework, the ‘GROW’ model offers an influential implementation to highlight, produce and take full advantage of inner potential completed through a succession of consecutive coaching discussions. The ‘GROW’ model is internationally well-known for its achievement in equally goal setting and problem solving, supporting individuals within organisations to make the most of and uphold personal achievement and efficiency. Portion of what makes it such an influential leadership and coaching implementation is its flexibility. Its efficiency exceeds limitations of ethos, discipline and character.

The ‘GROW’ model has verified effective throughout the entire universe, to a various combination of individuals with a diversity of skills and experiences. It produces the utmost shared foundation of coaching in several universities and organisations internationally. According to (Stengel, 2012), ‘The GROW’ model in this day and age is one of the most general principal supports exploited within the worldwide coaching communal, as it displays exceptional outcomes. Additionally, it assists individuals to accomplish goals personally and within international organisations, such as J & C Academy. Taking on board the four phases, the ‘GROW’ model increases an individual’s mindfulness and knowledge of their:
I. personal ambitions;
II. existing circumstances and principles;
III. potentials and resources available for them to use and;
IV. activities they need to take on board to accomplish their individual and organisational goals.

Through setting areas for improvement which are inspirational and relevant, as well as, the goals being ‘SMART’, specific, measurable and achievable in a realistic time setting, the ‘GROW’ model effectively encourages self-motivation and self-assurance, resulting to enlarged productivity and individual fulfilment. The ‘Will’ section of the fourth stage in the ‘GROW’ model is the indicator of achievement and It relays to decision, yearning and purpose. ‘GROW’ offers a decisive framework conveying motivation into conferences, not only ensuring that the conference is staying on track and leading to expressive decision-making but accomplished through a coaching approach. This will support the individual by providing a methods to include and protect the assurance of applicants during the progression. This might possibly be altered accordingly, therefore, if the questions arise of what are we 
doing here? This is not to be discussed or negotiated and attention can be on including the partakers throughout the additional phases.

The application of the ‘GROW’ model, by consuming cautiously controlled queries, encouraging a deeper mindfulness and accountability, encouraging positive performance, attitude and actions, as well as, consequential in applied practices to achieve objectives and overcome complications or barriers. The practice of consecutive and advanced coaching assistances provision, delivers the assembly that ultimately assists to reveal a character’s accurate potential by developing self-assurance and motivation, important to both long-term and short-term benefits. The ‘GROW’ model has been recognised to produce advanced efficiency, enhanced communications, restored interactive relationships and an enhanced quality working environment.
It can be seen by (Kimsey-House & Sandahl, 2007) that progressively a coaching tactic is taken on board to routine appraisals where, as an alternative of telling or giving the appraiser the answers, allowing the appraisee to be confident to coming up with their personal answers. Objectives for a person can be approved, their existing skills, attitude and knowledge discovered, opportunities for progression deliberated and precise exploitation acknowledged by the individual. In certain scenarios, there may well be on no account of any co-operation around what is required to be accomplished, generally there is a massive advantage in the appraisee classifying in what way they will accomplish their aims and showing commitment through their actions or performances.




























[bookmark: _Hlk15549217][bookmark: _Toc17900212]Exploring the knowledge, skills, attitude and behaviours required by an effective workplace coach

One of the main crucial values of effective coaching is the possibilities of supporting their organisation to accomplish their organisational goals by enhancing the employees skills within the workplace. Considering this approach will benefit the participants to concentrate on behaviour and skills required that will have a massive effect on the organisation and themselves. Furthermore, encouraging motivation and development of innovative skills and enhancing their well-being, within the workplace. Moreover, superior knowledge from a coach can benefit organisations in training development, support the development of the employees interpersonal and personal skills, as well as, supporting individuals containing the skills to accomplish talent within their organisation. Coaching offers an arrangement of modified provision to address the current problems and support enhancing the participant’s well-being and performance skills.

Five essential skills an effective coach requires are of the following:
· Apply their perception, showing excellence awareness.
· Listening to participants at various levels.
· Provide constructive feedback 
· Ability to develop a relationship or rapport with the participant’s.
· Applying the appropriate knowledge and asking participants relevant questions related to the topic.

According to (Wilson, 2014) a coach requires excellent interactive skills, observing and show exceptional willingness to support participants and fellow staff members learn and enhance personal development within the workplace. Additionally, coaching involves being imaginative and dealing with various scenarios differently. Moreover, a brilliant level of passion, extraordinary listening skills, a positive approach or attitude, capability to underline and ability to encourage and stimulate participants have all been qualities that have been identified and required to be an effective workplace. When people take on board the skills required above, they will tend to have improved relations and individuals are regularly connected with them wherever the individual is. Therefore, these skills are essential when interacting with another individual in the workplace. These behaviours are distinctive, however, from time to time might be required to be refined and recognised over time, in order to be a professional coach from the workplace. Besides, there would be ponderings about managing unpredicted situations, signs of ineffective or effective relationship and in what manner to dismiss the engagement. Privacy, technique of evaluation or appraisal, writing notes to memorize and recognizing relevant approaches ought to be considered when coaching. Following all as mentioned will certify participants get a summary of the training process, alongside possible responsibilities.  






It can be seen by (Jones, 2015) that the conversational method of a coach is essential and every conversation is an opening that needs the entire attention to exercise further and enhance performances. When the coach displays exceptional listening skills, this is far more of a vital element of their conversation with other staff or participants. Conversations will break down if the coach talks over the individuals who is expressing their feelings/thoughts or if the coach does not comprehend what the individual is saying as their mind is elsewhere. Listening is a skill that requires exceptional stamina and effort to enhance or influence developed performances.  Moreover, the body language and actions or behaviour of the participant is also crucial than what they are attempting to conversate over. The author feels that using exposed questioning will support the coach to recognise the issues addressed through conversation; the participants might possibly be entirely oblivious of responses they are providing, if there not considering the task or question relevantly. Reflecting is an essential skill of a quality coach as it encourages the coach that they have recognised everything accordingly, therefore, the participant can contemplate whether they have been understood. Many individuals in general understand what they are thinking and want to discuss, however, that is not what comes out during the conversation,  reflecting verifies the communication or response is understood before proceeding.

A positive coaching character and attitude ought to assist their participants critical thinking skills. Nevertheless recommendation may well arise, it is imperative that gatherings are easy-going and deprived of prejudgment. Develop the level of knowledge the participants currently consume, but then again coaches should ensure that they do not offload their opinions, method or path, the participant should influence their personal assumptions, knowledge and performances.
Leaders display ideas and implement reliability up until the final objective is fulfilled. Managers transport outcomes completed by control within approved funds and constraints. Coaches assist their participants by motivating participants by helping them through education and encountering their present principles, empowering them to progress with the accurate approach, attitude, skills, information and qualities, in the direction of their objectives.

When coaching within organizations, exceptional coaches support the corporation recognise why coaching is effective from the bottom to the top within the workplace. According to (Hodges, 2017) Leaders and employees are required to engage with clients efficiently. In a coaching ethos, individuals may feel they are receiving exceptional support and continuously developing and the sensation of provision and development ought to reach out to individuals of all stages.
Affecting mindset, approach and behaviour, coaching can be a portion of team conferences, personal development, invention, fresh creativities, and exceptional customer service skills. The more concepts a coach has to perform with, the more likely an enhanced, further suitable resolution can be grasped during any situation, therefore, not one person contains the entire answers.


Many coaches contain the desire for development that perceives them in the author’s view testing with fresh tools. The more utensils in your equipment, the more properties you have to assist your participants, whatever their problems they face. Recognising the tools supports you determine which is the utmost effective suitable for a specific situation. Professional coaches do not see fellow coaches as opposition, as an alternative, they are additional properties to gain knowledge from and cooperate with. Many coaches recruit extra coaches for supportive mentoring and feedback. Allowing participants to fulfil their aims is not going to transpire if the coach has to be prompted wherever or whatever the problem is at the beginning of every lesson. The agenda and the participants are the attention in any coaching sessions, if they are to progress from bottom to top, therefore, their moods and personal lives will not feature within sessions or meetings. One-to-one care and monitoring are vital, so that it is vibrant how development is being produced and where it occurs. Assistance from the coach requires to be reliable, appropriate, accurate and distributed with a notch of understanding. The participants requires to be contingent on the coach building trust, consequently, if they are to feel harmless as soon as discovering and inspiring their personal views and principles.
[bookmark: _Toc17900213]Conclusion

This report clarified the persistence of coaching and mentoring skills within the workplace. The author clearly demonstrated the differences and similarities of coaching and mentoring activities. A defined model of coaching was contained within the report, critically evaluating its supports for evolving individuals’ workplace productivity. The author showed understanding of the values, skills and preparation of effective management mentoring and coaching and the benefits they bring to the individuals organisation. The author evidently applied strategies to critically realise the knowledge, attitude, behaviours and skills essential for an effective workplace mentor or coach. Valid referencing was combined in this report to state and support the study I carried out for coaching and mentoring skills within the workplace. The author demonstrated that the report has presented evidence of extensive reading and research, using academic theories and models to support suitable information linking to coaching and mentoring skills.
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