The following essay aims to discuss the purpose of coaching and mentoring, highlight the main differences between them both and further consider their application within healthcare. Moreover, it will discuss the process of creating a coaching and mentoring programme and critically analyse how technology can be used to support coaching and mentoring. 

The use of mentoring and coaching as a cultural standard inside the National Health Service (NHS) has the potential to enhance trainee satisfaction, elevate morale, and reduce absenteeism (Moore, 2009). According to the NHS (2023), coaching and mentoring can facilitate the realisation of employees' complete potential, the improvement of their skill application capabilities, and the identification of latent abilities. According to the NHS Leadership Academy (2023), the implementation of group gains in an individual's performance has the potential to enhance job satisfaction and foster a stronger link between an individual's role and their impact on patient/client care. This outcome is beneficial for both the organisation and the health and care business. 
High-performing organisations understand that the quality of a firm is directly proportional to the calibre of its employees. They prioritise personal traits while recruiting and developing staff (Bhalla, et al., 2011). Nevertheless, there are obstacles associated with this, particularly in terms of substantial deficiencies in the experience, knowledge, attitudes, skills, aspirations, behaviours, or leadership necessary to fulfil demanding roles. While formal training courses may claim to provide comprehensive knowledge transfer, workers are unlikely to reach their maximum potential without specialised coaching that motivates, invigorates, and supports their development. In the 21st century, coaching and mentoring programmes are widely recognised as very successful methods to assist individuals in enhancing their self-direction, self-esteem, efficacy, and successes through verbal communication (Argote, 2023).

Coaching and mentoring have become increasingly important in the past few decades, providing valuable support to managers, entrepreneurs, and employees in their professional growth (Macafee and Garvey, 2010). Coaching, according to the European Mentoring and Coaching Council (EMCC) (2009) is a professionally facilitated process that finds new ways for clients to develop or improve their competences in order to encourage them to maximise their potential on both a personal and professional level. As a result, coaching is transformative and systematic, and it can be given to individuals or groups. The founder of EMCC, David Cluterbuck, argues that coaching is evolving into a more mature kind of mentoring (EMCC, 2022). Coaching became more frequent among managers between 1980 and 1990. It became an effective instrument for improving skills, knowledge, and performance. Managers seek assistance, motivators, and consultants to help them succeed in their roles. Today, coaching has grown into a big industry, with around 53,300 active instructors globally. According to Boyatzis et al., (2013) coaching is critical to business sustainability in a continually changing environment.

Mentoring became popular between 1980 and 1990 as a means to improve social capital in firms. It has become a highly appreciated practice among managers and entrepreneurs. Youth Business International alone has 14,000 volunteer mentors across 52 countries (Koopman et al., 2021). Mentoring is defined as a professional development relationship between a more experienced individual and a less experienced one. It entails offering direction, counsel, and support to assist the mentee in growing, learning, and developing in their workplace or school setting. Mentoring can take different forms, including one-on-one encounters, group settings, and official and informal arrangements. The objective is to support the mentee's personal and professional development (American Psychological Association, 2021).

According to Dahlberg and Byars-Winston, (2019) coaching and mentoring are collaborative procedures that occur in equal partnership relationships: mentor-mentee and coach-coachee. What distinguishes the two relationships is their attitude to procedures and tool selection. The coach assumes that the client knows the best response for himself or herself and relies mostly on question-based methods. A mentor, on the other hand, can contribute their own solutions to those suggested by the customer, allowing the mentor to share knowledge while also extending viewpoints (Hargreaves, 2010). 

While both coaching and mentoring share the common goal of facilitating personal and professional growth, they differ significantly in other aspects (CIPD, 2023). The main distinction is in the modus operandi. During coaching sessions, the coach employs various tools and approaches to facilitate the coachee's self-discovery of answers by posing thought-provoking questions. The coach does not furnish pre-made solutions, but assists the coachee in discovering them inside. In the context of mentoring, the mentor imparts their expertise and wisdom to the mentee, offering precise direction and counsel (Losch et al., 2016). Another distinction is in the breadth of subjects covered. Coaching is centred around enhancing skills and abilities in particular domains, such as leadership, time management, or self-assurance. Guidance can encompass a broad spectrum. Coaching encompasses personal, professional, business, and developmental domains. In contrast, a mentor primarily prioritises the mentee's professional growth by imparting their expertise in a particular field (Garner et al., 2022). 

Coaching and mentoring share the commonality of prioritising individual growth and assisting individuals in attaining their objectives. Both the coach and mentor provide assistance to their mentees in enhancing and broadening their talents (Macafee and Garvey, 2010). 

In terms of skills, Keshmiri, Farahmand and Rad (2022) state that an individual can acquire particular professional or personal abilities, such problem solving, time management, or communication, through coaching and mentoring. With one-on-one assistance from a coach or mentor, the person can stay motivated and get beyond roadblocks to reaching their objectives. Through the procedures of coaching and mentoring, a person can evaluate their own behaviour and pinpoint areas in which they still need to grow (Miller, 2006). Increasing employee enthusiasm and skill sets helps organisations become more productive, which boosts overall organisational effectiveness. Moreover, the development of future leaders can be aided by mentoring programmes, which helps to create a solid management team (Wharton Online, 2023). 

In practice, coaching and mentoring are seen as beneficial methods for improving the efficiency, adaptability, and overall welfare of healthcare professionals in the National Health Service (NHS) (NHS Professional, 2023). Through the assistance of coaching, the senior management acquires more self-assurance, lucidity, and a more profound comprehension of their aptitudes and opportunities for development. They adeptly overcome the obstacles of their new leadership position, cultivate a constructive team environment, and attain quantifiable enhancements in team productivity and patient results. Under the mentorship of a senior, the inexperienced doctor gains a clear understanding of their career goals, acquires essential skills and knowledge related to their chosen profession, and broadens their professional connections (Schweiger, Müller and Güttel, 2020). 
Coaching and mentoring can help healthcare professionals acquire pragmatic strategies for dealing with stress and using self-care practices to effectively handle stress and avoid burnout (NHS Improvement, 2019). Many healthcare professionals document heightened job contentment, improved emotional health, and increased ability to cope with challenges. The NHS aims to provide assistance and promote the growth, welfare, and effectiveness of healthcare professionals at every stage of their careers. According to Kline (2019), through the implementation of coaching and mentoring programmes, the NHS can cultivate a culture that prioritises ongoing education, development, and exceptional performance, eventually resulting in enhanced patient outcomes and healthcare provision.  
Establishing coaching and mentoring programmes can help a company foster a culture of cooperation, support, and ongoing development (Anghel, and Voicu, 2013). Kane (2011) suggests that coaching and mentoring programmes must be carefully planned and executed to ensure their efficacy. Before beginning the programme, it is critical to establish clear objectives and expectations for both participants and the organisation and to ensure that coaches and mentors possess the necessary experience, expertise, and abilities to properly support programme participants. Programmes should be adaptable and adjusted to the specific needs of participants in order to enhance participation and rewards. Managers should be active in the training to help participants and promote the integration of newly gained skills in the workplace. Brice (2023) notes that throughout the programme, it is critical to frequently check participants' progress and assess the programme's success and following the programme, it is critical to provide continuous support and growth opportunities for participants. Having said that, one of the most difficult obstacles is acquiring the full commitment of programme participants who may be resistant to change or may not understand the program's worth. Implementing a coaching or mentoring programme can necessitate a large investment of time and finances, which can be difficult for businesses. Some employees or supervisors may object to these programmes, preferring traditional ways of professional development (Errida and Lotfi, 2021). There is a possibility that some programme participants will not attain the expected results, which may lead to frustration and a loss of faith in the plan. Programmes must be adaptable and customised to the various needs of participants, which can be challenging to do in real-world settings. However, Carter, et al.,( 2017) argues that when implemented appropriately and taking these obstacles into account, coaching and mentoring programmes may be very beneficial for individuals as well as companies. 
In order to confirm the efficacy of these initiatives and to carry out or modify the approach going forward, the National Institute for Health and Care Excellence [NICE] (2016) states that it is imperative that the coaching and mentoring program's success be evaluated. It is suggested that the program's goals should be precisely stated before it begins, and suitable success metrics should be determined. To have a baseline for comparison, it is worthwhile to look at the present situation prior to beginning the programme (NICE, 2016). Surveys, interviews, competency evaluations, and other relevant instruments can be used to accomplish this. It is important to assess participants' advancement towards the program's objectives. This could involve interim evaluations, progress reports, and routine sessions with mentors or coaches. Gathering feedback from individuals enrolled in coaching or mentoring programmes can help to better understand their opinions regarding the program's worth, the quality of their relationship with the coach or mentor, and their degree of pleasure. The information gathered may be used to enhance and improve techniques in the future (Carruthers, 2022).
At the conclusion of the project, an evaluation of the final outcomes should be performed, comparing the results attained to the objectives specified. This might be accomplished by reviewing baseline data or conducting a final evaluation of the individuals. For coaching and mentoring programmes, it is equally critical to consider the return on investment, or benefit-cost ratio. This may include a review of the outcomes in regard to the money and time investment (Carruthers, 2022).
Technology opens up a lot of possibilities for coaching and mentoring programmes, making help more accessible and effective for a larger number of individuals.
With the use of technology, coaching and mentoring sessions may be held remotely through video conferencing systems, removing geographical restrictions and providing support to individuals who may be located in various places (Moore, 2021). 

The use of e-learning platforms to distribute training materials, resources, and tools to enhance participants' personal and professional growth can facilitate the implementation of coaching and mentoring programmes. With the use of technology, data on participant progress may be analysed to customise coaching and mentoring programmes to meet the needs of each individual and identify developmental trends (None Anghelo Josué et al., 2023). Chatbots and virtual assistants can be used to answer queries, give guidance, and engage with users while making coaching and mentoring support more accessible at any time and from any location. Establishing community groups specifically for individuals enrolled in coaching and mentoring courses facilitates experience sharing, peer support, and the development of relationships amongst participants. Participants can also rehearse skills and circumstances from their professional lives in a safe and regulated environment by participating in simulation games and virtual training environments (Peterson, 2018). Through online tools, technology allows for the quick and efficient gathering of participant input for coaching and mentoring courses, facilitating ongoing improvements to programmes. In addition to making support more accessible and efficient, technology-enabled coaching and mentoring programmes also create new avenues for data analysis, customisation, and programme enhancement based on received feedback (Lancefield, Cable and Clark, 2019).

Participants can maintain regular contact with their coach or mentor using several online communication platforms, including email, chat, and video conferencing. Technology can also facilitate progress tracking in coaching or mentoring by utilising time management tools, note-taking capabilities, and goal monitoring features (Kochovski 2020). However, remote coaching and mentoring sessions may be less efficacious than in-person meetings due to the absence of direct physical interpersonal engagement. Various technical concerns, such as a weak internet connection or software and hardware problems, can also disrupt the session. It is further argued that utilising technology in coaching or mentoring may result in a less individualised and more standardised process, as a consequence of the constraints of online communication (Ensher, Johnson and Smith, 2022). Moreover, establishing trust between a coach/mentor and client might be more challenging in an online setting. Utilising online platforms for coaching and mentoring entails potential hazards related to privacy and data security (Bruns, 2023). 
Evaluating coaching and mentoring is a complex task, as their impact can differ significantly based on various factors, including the coach/mentor's skills and approach, the individual's openness and dedication to the process, the compatibility between the coach/mentor and the individual, and the specific objectives and circumstances of the coaching/mentoring relationship (Macafee and Garvey, 2010).  Coaching and mentoring can be strong instruments for personal and professional development, but their effectiveness depends on several aspects. It is crucial to thoroughly assess the methodology, credentials, and results of coaching and mentoring programmes to guarantee they are making a beneficial impact on the development and welfare of individuals and organisations. Consistent surveillance, evaluation, and adjustment are crucial for optimising the advantages of coaching and mentoring while minimising the disadvantages (Sheridan Resolutions, 2021).
In conclusion, it is evident that coaching and mentoring have many benefits to an organisation and to individuals, particularly in the context of health care. Coaching and mentoring programmes can help individuals fine-tune their skills, boost morale, and improve job satisfaction, resulting in better patient outcomes and organisational effectiveness and efficiency. Despite their distinct approaches, whereby coaching adopts a holistic approach through questioning and inquiry to help individuals reach their full potential for both personal and professional success, and mentoring focuses on helping individuals improve their performance through shared knowledge, experience and skills, both coaching and mentoring aim to facilitate growth and support individuals in reaching their goals. 
However, employing effective coaching and mentoring programmes has its challenges, such as resistance to change, added costs, and ensuring the commitment of participants. Additionally, measuring the success of these approaches requires careful planning and consideration of various factors, such as the compatibility between coach/mentor and coachee/mentee as well as the specific objectives of the programme. Technological innovations create novel opportunities to enhance coaching and mentoring programmes, making support more accessible and efficient. Remote coaching and mentoring sessions, e-learning platforms, and online communication tools provide greater flexibility and personalisation, although they also come with potential disadvantages such as reduced interpersonal engagement and privacy concerns. Overall, coaching and mentoring can benefit individuals and organisations, but their success is dependent upon ongoing evaluation, adjustment, and commitment from all relevant stakeholders. 
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