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Introduction
Coaching and mentoring have become highly recommend in most workplace. It is a program being use for personal and professional development. This assignment would evaluate the important of its effectiveness being apply at workplace and the impact having on individual workers. Martin, M., Fealy, G., Casey, M., O'Connor, T., Patton, D., Doyle, L., and Quinlan. C. (2014) stated that using mentoring and coaching could be another approach to help organisation to restructure the business in a positive and concrete of approach by bringing change of transformation to boost people knowledge. 
The purpose of this report would also reflect on the organisation using coaching and mentoring as their method and showing beneficial for the career development of the employees. To analyse Tesco organisation system of implementing the mentoring and coaching. 
To review the impact of practising mentoring and coaching at workplace when management become aware of employees who need to improve certain skills to enhance their potential to perform better and use has opportunity through their job role for future promotion. It would also apply for employees who may be struggle or working under pressure to strengthen their ability and working behaviour and attitudes which may reflect on the work performance, examine the benefit and the impact after training their employees on coaching and mentoring can help the organisation to save time and resources of incompetence to progress quicker and better. 
This coaching and mentoring would be essential to apply in certain department of the organisation.  

Task 1. Critically evaluate the purpose of coaching and mentoring within the organisation 
1. [bookmark: _Hlk36039132]The Purpose of Coaching in Tesco Organisation 
Working in coaching factor mean to relate with people within an organisational content which involving working with the managers and executives on daily  basis to a create plan using as a tool of project work such as goal setting, a prospect contract establishing potential risk assessment and what method must use to improve business performance.  Thus, is require high personal intrusion which would transfer into one to one relationship between employees and their management. According to Nilson, C. (2003) stated that a manager within an organisation can acquire for a skill in coaching to help to coach their work assistant by developing listening skills and using questionnaire format to resolve on other issues. Managers can attain a coaching skill by finding ways of techniques to gain more understanding of the working condition and how to develop new potentials which would improve the performance of the business and address the important need of their employees. Coaching is setup to improves people development and help to create sense on knowledge and skills to enable for individual to achieve their best performance or potential. 
Tesco organisation using various coaching aspect to assist certain type of task within the organisation to consulting the senior managers in assisting of providing coaching skills to different scale of management level in several function. Coaching is mostly given to employees who must gain more understanding of knowledge, skills and attitude. It can be used as tool for employees to use as a motivational system who performance satisfactorily in the company. Having a coaching role at workplace would enable everyone who is capable taking a role on coaching as employees for taking the right direction and tasks. It enables for excellent to continue to analyse the performance of the new worker and assistants to create an action plan which would allow them to work together toward achieving their goals, providing support for improvement and resources to motivate employees to make progress.  Having operational coaching allow a relationship to be built between the managers and the employees to feel comfortable to approach their managers to gain more understanding for further their development and performance.   Management also have more understanding in coach is about working has a team so their mindset and attitude toward the trainees must be of a team player not controlling aspect. Tesco allow their coaching material for explain their goals plan which would assists the management to be more effectual in some transition or assignment in term of when working as a large group of people or when working in a small group they can address the issues of performance and easy pick up the problems of behaviour ability to address as part of their leadership development plan. 
According to Nilson, C. (2003) stated that most cases, people use coaching has therapy at the workplace which can be confusing, even though coaching and therapy both is centre on personal development of the employees. Whereas coaching most approaches on looking at the progress of the employees in the future and planning an action oriented, when the therapy models are concentrating more on the past incidents of their employees but coaching address individual needs to gain more understanding.

2. [bookmark: _Hlk40026417]The Purpose of Mentoring in Tesco Organisation
The organisation who considered using the method of mentoring may use the same method has coaching in term of building ongoing relationship to be develop between senior managers and assistant managers and their workers. Having mentoring program help to provide more clarity on direction and clearer understanding of the business strategy within the organisation for the mentees can perform efficiently. Mentoring is generally led for mainly management level employee position but in some case, it can operate to be conducted for lower management position. Using mentoring process in the past was mostly informal manner but in the recent year the employers has process mentoring has a formalise procedure. According to Mccann, T.M. and Johannessen, E. (2010) stated that core mentoring lead to individual taking responsibility for acquiring new knowledge and study. The aspect of mentoring is to give clarity of insight and leadership of what is being achieve but it is important for the mentees to take their own initiatives to accept responsibility for creating the objective in learning and establishing strategy plan on how to plan their learning and set an action plan to evaluate the outcome. All these procedures must be agreeing between the mentor and the mentee for further discussion. Tesco organisation always want to build good relationship with their employees this indicate that mentoring is a relationship program for example an innovator objective is rely on the mentor to providing keen relationship, support and direction to the person they would be mentoring. It shows everyone who participate in the program must have equal participation in their friendship, but the relationship aspect must benefit the mentor which would help the mentee while a acquiring their knowledge and improving the performance effectively.

3.  The Similarity and Different between the Coaching and Mentoring
The task of coaching is like having mentoring relationship link:
Coaching factors are focusing on palpable situation like how to manage daily activity, being able to explain yourself effectively for other to understand and learning to have a strategic thinking conception stated by Fath, S., Proundfoot, D. and Kay, A. (2017). This requirement is acquired in coaching service to help their employees to progress these abilities. Whereby mentoring is centre on the problem that can affect the success of individual performance, in which they would be able to achieve their goal and skills by not only addressing on work focus experience but looking out within our self-awareness that can influence on personal experience over working relation.
The comparable of Coaching is perceived as a short-term plan whereby mentoring is projected as long-term assessment:        
At the workplace coaching would mostly be recommended for specific purpose which can be carefully develop over short period or whereas coaching sometimes can extend for a long period depending on the subject on coaching has been assign to the employees. For an example Tesco organisation will spend time and money on honing the skills of their senior managers. Whereas mentoring is base for long term element, so it is requiring that both mentor and mentees must be keen to work together to achieve their task successful. There must be a form of trust to establish so that the real issues can be transparent with the mentoring stated by Mccann, Thomas M., Ed, and Larry R., Ed Johannessen. (2010). 
Having to compare both coaching and mentoring, it is view as coaching is based has performance plan while mentoring is focusing on development of the employees:
During coaching is to provide information to helps employees in their current position for improving their present skills and help them to further their skills for acquiring new prospective and once the employees are enabling to achieve their skills then coaching would longer put in placed for their employees. While mentoring is emphasised on development on the ability of their employees has a long-term process that would progress into future development.
To provide coaching does not require further information on intention channel whereby mentoring it is necessary to acquire the strategic phase.       
Using coaching method can be used to provide people on different type of topic, which can extend to provide coaching for big set of groups of people in large capacity would require strategic plan for skilful development area, need to require specialist and assessable tools. Nevertheless, coaching program does not take a lot of time to implement it. Whereby mentoring is decided by the strategic drive and the main system on the mentoring models and the process guide that will accomplish the components according to Jackson, S., Joshi, A., Erhardt, N. (2003).
To improvise coaching is involved direct approaches whereby mentoring is indirectly delivering.
It is important for the trainee to provide key information to the coaches about the skill which they need to improve so that the coaches can give a clear guide on appropriate requirement to help them. As in mentoring a manager would be given information which is necessary, but it will not be use indirectly that will linked to the mentor. 

[bookmark: _Hlk40026572]Task 2. Defining the model of coaching mentoring skills in the workplace and evaluate it benefit for development individual at the workplace effectiveness.
1.  Defining the GROW Model of Coaching and Mentoring Skills in Tesco organisation.
Applying the GROW Model is most effective goal setting and problem-solving model being utilise in the worldwide. It is a simple and systemic powerful framework for using during coaching and mentoring training. This methodical was establish by Fine, A., Alexander, G., Whitmore, J. (1980) who made great contribution to develop the model.
The phrase of GROW words stands for:
· GOAL
· REALITY
· OPPORTUNITY
· WAY FORWARD

2. These GROW words are corresponding 
These four words and phrases correspond to the four main stages of a coaching or mentoring session.
[image: GROW Model]
3. These GROW words are corresponding 

Goal
The goal is the first process to priority during coaching and mentoring at the workplace. The discussion of the topic needs to be agreed between the coach or mentor and their mentee or employees to set specific outcome and the objective on the subject. The plan may schedule for a long- or short-term goals or when it is appropriate between the coach their employees to reach their agreement goal set for improving the performance of the company. Goal are established as SMART acronym which should be Specific, Measurable, Accurate, Realistic and Timely. The goals for the coaching and mentoring are established to bring inspiration and positive changes for the employees or the mentee while themselves being challenge emotional and mentally which would allow their ability stretch to able to achieve their goals. Coaching and mentoring have questions plan for each session which they would be addressing when operation with their employees or the mentee according to Altındarg, E. and Kosedagi, Y. (2015).
Reality
The second stage of the course for both trainer and mentee plan are to highlight present reality situation to discuss which type of method or techniques can be used to resolve any challenges that the employees may be facing at any time. It is important for the coach or mentor to communicate one to one with the trainer to assess their employee development and difficulty before providing their coaching advice and giving the specific instruction on how they can address their challenge or obstacle may be facing at workplace. The realistic the coacher need to pay attention on the worker and focus on identify the potential in the situation rather than focusing on the problem refer by Owler, K. (2014). In any case coaching are to inspect any speculation made by the trainer or mentee with the looks of their actual progress relating to the viewpoint on the future goals plan and need to dispose any interference or incident which is not relevant to their set of goal plan at hand. There would some of the questions which may asked during the session of coaching and mentoring must address in most cases when they are operation with their employees or the mentee.
 
Opportunity
The goals of opportunity can be met once all the issues relating to the present goals has been examine and discussed to enable to discard all other irrelevant obstacle which can overshadow the important issues need to resolve and not to prevent the progress of the work to be examined. It is also the opportunity for mentee or the trainee to put forward their opinion or suggestion in the time of the course for discussion. As well as taking into consideration of their coaches and mentor suggestion is paramount as the same time their opinion must align to the position of their employees. At a certain stage the mentor and the coach need to ensure that some of the suggestion had been raise regarding to the issues of work relate must improve to pathway for performance opportunity to achievement and strategic plan must be surrounding with less uncertainty about the immediate action. There are some of the example question may consider at certain stage of coach and mentor assessment.        
Way Forward
The final stage is to established plan with both coach and coacher to put together guideline of an ideas to address the specific goals and ideas in order to make progress to achieve their target. At this stage it is unacceptable for the trainee to commit or act of misleading in order to fulfil their goals. The final aspect is to discover any potential problems that mentee and trainee may confronted during the program are to be recognise and finding succeeding solution are reflected throughout the processing according to Hur, Y., Van Den Berg, P.T and Wilderom, C. (2011). Management must find ways to outline the support which would meet their employee’s requirement through the coaching. It important for both mentor and mentee are corporate together to work flexible during the entire program and management and employees must be willing to accept any changes that they may need to review even when it is a reaction of negative or positive events.

These are some of an example question may put across during the operation at the final stage of coaching and mentoring assessment study.

These are some of the example question may consider at certain stage of coach and mentor assessment  

4. The Model of GROW in Leadership and Management

At Tesco organisation implementing GROW models is opportunity for the organisation to practice their coaching and mentoring training which it is important for the leadership and management to incorporated into their strategy systems in across different department. This methodical is an establishment of processing Tesco coaching and mentoring training between staffs and management to improve the relationship with their workmate has they practices coaching internal to bring effectiveness to individual working performance as well as increasing the productivity in the company investments refer by Kelly, P., Cole, A., (2011). In additional, it is also important of the Tesco leadership is equipping their managers with a coaching tool using GROW models alongside by applying motivational systemic and other approach method which improve the workplace performance considerably within the management team and individual workers. The positive insight of coaching is transferred a preparation of tool to equip the trainer and information on how to take high expectation of responsibility on managing any challenge and applying goal target in their personal activity.


5. Work Experience in Coaching Model

The example using the coaching model for a member of staffs to accomplish his or her goal in the workplace. Using an example of colleague who wanted to receive a promotion in her work position as a team leader by the next three year. Evaluating her SMART goal as it must be in context of as specific, measurable and attainable, has it prove she been working with the company for the past two years and there are vacant position of team leader in her team show that it is relevant her career measurable reflect to the company mission and time achievable according to Fath, S., Proundfoot, D. and Kay, A. (2017). Also need to reflect on her career current position to review what type of an entry stage in her position enable to be reality. The colleague has already attained some skills needed to become a team leader but need more knowledgeable in the field of a manger and additional skill that can enable her to be successful in her expectation role has a team leader. She might require coaching and mentoring experience of managing employees and experience of how to deal with customers in at advance by international level. She must show herself well competent in her current role by continue to perform very well at her task and colleagues so that it will be in her favour when promotion is available in her team. 
By recommendation of her decision, she might need to get more experiences in a particular selection which she might feel less confident to approach would be a time for her to train and acquire more knowledge on what need to be done to achieve that skills or where she could voluntary to lead a small team project work for further experience. Used as an opportunity to work out her country or confident zone. 
As manager it is opportunity to let her take responsible as leader in a small project work when she is performing very well in her role and other role in a different field in the future. As a manager you could refer her to overseas department if she interested in spending time working aboard and still improving in her current position. This program is achievable when both manager and she agreed to review her progress in five months’ time according to Hess, J. and Arnold B. (2010).


[bookmark: _Hlk40027003]Task 3. The Organisational operational of Barriers and Strategies in mentoring and coaching

1. The Barriers to Mentoring and Coaching 

Relationship building: A relationship development must be in relaxation atmosphere between mentor and mentee stage. The relationship is form in a comfortability for a development in relationship to be building a culture when certain are being follow enable to build a trusting environment according to Altındarg, E. and Kosedagi, Y. (2015), to assigning task or responsibility in working aspect to gain understanding.

Lack of support: To receiving support as mentor and coaching from leadership would allow a strong relationship to form for both mentee and trainee to improve in their working by the support of their management according to Kelly, P., Cole, A., (2011).

Lack for experience: According to Thomas, M. and Larry, R., Johannessen, E. (2010) stated that competence of mentor and coacher is very important because if any of these professional is lack of experience can cause them not to provide their best ability of effective mentoring and coaching to assist in the appropriate material for the subordinate. 

Lack of Suitable Mentor and Coach: It is important to have a mentor and coach who are willingly to establish a good relationship with their assistant stated by Martin, M., Fealy., Casey., O'Connor, T., Patton, D., Doyle, L., Quinlan., C. (2014). If not address it can create problem for the mentee and trainee to discourage them not to perform to their best ability to the organisation.

Lack of opportunity: Sometime if there are not enough support from management for the mentor or coach to develop a relationship with their subordinate can establish lack of opportunity for the mentor and trainee to progress effectively in their role for future promotion refer by Hur, Y., Van Den Berg, P.T and Wilderom, C. (2011).


2. Coaching and Mentoring Strategies 

Dealing with challenging trainees and mentees: There are many occasion that any coach and mentor would have challenge of dealing with uncooperative trainee but the mentor or the coach must apply their emotional intelligent to help them to perform well and encourage them to fulfil their goal according to Altındarg, E. and Kosedagi, Y. (2015).The coach must have a good relationship to find out the reason behind the challenges of the trainee to enable to provide the right support and motivation for both to achieve their mission or gaols.

To ensure to know the demand of the subordinate: It important for the coach to know exactly what the expectation and the referral are why the trainees are recommend for the program before they process the training. According Yarbrough, S., Martin, P., Alfred, D., and McNeill, C. (2016).  one to one communication in person will enable to get understanding it would be very essential.

Apply the goal setting: The mentee setting up their personal goal enable the objective to be met accordingly. 

Establish an action plan: Will allow both coach and trainee to gain understanding where they need to focus their attention during the program in term of lack of skills and evaluate if the goal plan are being met on target according to Sherman, W.S. (2007).

Put action plan into Practice: The goal target set must be put into action by the trainee to achieve the purpose of taking the course of the coaching program.  
[bookmark: _Hlk523003366]
Task 4. Demonstrate working knowledge on own beliefs, attitudes and values on management in Coaching and Mentoring Relevant to the Role
By previously working in Lambeth Social Service as administrator has giving me insight of indication on what mentoring, and coaching can be related to in term of being manage in this systemic structure. Most often using this coaching and mentoring theory can be challenge because sometimes it can be a beneficial working aspect and sometime does not work for the employees. 
It is essential to belief that everyone at work need to be responsible for their goals achievement and performance by taking instruction from managers and act on them when they are refer to any of these program of coaching and mentoring which can be related to fulfil their potential and also performance well to meet the company expectation according to Yarbrough, S., Martin, P., Alfred, D., and McNeill, C. (2016) by encouraging the employee to be self-motived and enable to apply their own initiatives to focus working hard to meet the company objectives without being feeling emotion forcing of control or threaten with discipline. In some occasionally it can be difficult as manager when employees proving difficulty for their incompetence or not fully understand their job responsibility which can affect the performance of the members of the team would not able to be achieved their target. By using the method of coaching and mentoring to supervise them wisely can bring down these challenges would always occur.  My values are for individual at the workplace must work in a friendly environment to make progress mentally and acquire self-ability to achieved self-success through these recommend believed that can help the company to meet their objective target. According to Christian, M., Garza, A and Slaughter, J. (2011) those who fail to accomplish their target are those proving to be difficult for the managers not allow their work to be monitor or control due to their lack of motivation to reach personal goals and progress effectively are in this section theory of initiated. 
Knowingly that not every employee will take opportunity to be motivated for  reaching out their target as a requirement, for these reason it is vital that observance is apply to give coaching and mentoring program to those who can manage themselves with little management without taking advantage of the power for being dishonest and attention seeker. Being aware that every management of any organisation believe in performance and not excuse.  Also taking these programs of coaching and mentoring has a responsibility to encounter new challenges according to Escoffery, C., Kenzig, M., Hyden, C. and Hernadez, K. (2017). Any challenges is a channel for self-motivation and to received new skills for opportunity to move to another level of position. My beliefs and values is about building trust with responsibility and integrity will enable always to try the best of my ability to achieved my goals can sometimes be challenge in term of weakness but adapting coaching and mentoring theory can ease those challenges for possible performance at my workplace. 
Conclusion
The main purpose for this assignment is to demonstrate the importance of coaching and mentoring in the organization in term of using the beliefs, attitudes, values and cultural to addressing in various manner of situation at the workplace and how they can bring changes on individual behavior. The evaluating indicates that when this method implement at the workplace can create an in emotion of believe for people start having confident in way to use their attitudes to influence the work performance and to reshape their behavior. Using coaching and mentoring can also bring changes to the person belief sometime in times of difficulties or problem according to Eggert. A. M. (2013).   Also applying to this theory may give a suggested that an incident or uncomfortable situation can occurred which can contradict your beliefs and attitudes depending on how people use their approaches to resolve issues. This is an opportunity for both employees and management to strive to educate their employee mindset to be a better person at work and in career opportunity. This program can address personal training so it should be the same process to use to change people attitudes without need to give too much explanation of ourselves for other but allow our positive attitudes to do the talking for other people to read. By analyzing show that coaching and mentoring can influence on the value which can affect the ways of our beliefs and attitudes, most time people may refer by saying  I values my job, what they are applying is they are placing their values on what they love most will be determine the outcome of their progress in their performance at work and their attitudes to the things they would do according to Ajzen, I. (2005).  Using this program can demonstrate on your behavior and action, it may have very strong sense of influence on the way might feel about themselves. It is important for managers to encourage their workforce in coaching and mentoring program to improve their managerial skill enable employee to learn new skills to create performance and being successful at work. Learning in this type of method would allow management to entrust responsibility to people which would allow them to aim higher in career prospective. 
   
References
Cottrell, S. (2011) Skills for Success: The Personal Development and Employment (3rd Edition). Hampshire: Palgrave MacMillan.

Eggert. A. M. (2013) Brilliant Personal Development. Harlow: Pearson Education Limited, pp.75.

Ajzen, I. (2005) Attitudes, Personally and Behaviour (2nd Edition). Suffolk: Refine Catch Limited.
Kelly, P., Cole, A., (2011) Management: Theory and Practice (6th Edition). Hampshire: Cengage Learning EMEA.  
[bookmark: _Hlk35859385]Nilson, C. D. (2003) How to Manage Training a Guide to Design and Delivery for High Performance. 3rd ed. New York: AMACOM, 2003.
Journal 
Mccann, T. M., Ed, and Larry R., Ed Johannessen. (2010) "Mentoring Matters: Designing a Mentor Program." English Journal, 99 (4) pp. 94-96.
[bookmark: _Hlk40047584]Martin, M., Fealy, G., Casey, M., O'Connor, T., Patton, D., Doyle, L., and Quinlan. C. (2014) "Mentoring, Coaching and Action Learning: Interventions in a National Clinical Leadership Development Programme." Journal of Clinical Nursing, 23 (17-18) pp.2533-2541.
Solansky, S.T. (2010) "The Evaluation of Two Key Leadership Development Program Components: Leadership Skills Assessment and Leadership Mentoring." The Leadership Quarterly 21(4)pp.675-81.
Owler, K. (2014) "Facilitating Internal Motivation: Impacts of the Life Code Matrix Model on Working Life." International Journal of Evidence Based Coaching and Mentoring, 10 (2) pp.65-75.
Medlin, B. and Green, K.W. (2014) Academy of Strategic Management Journal; Arden, 13 (2) pp.21-35
[bookmark: _Hlk40087793]Altındarg, E. and Kosedagi, Y. (2015) The Relationship Between Emotional Intelligence of Managers, Innovative Corporate Culture and Employee Performance: Procedia - Social and Behavioural Sciences 210 (20), pp. 270-82.
Higgs, M. (2001) Is There a Relationship between the Myers-Briggs Type Indicator and Emotional Intelligence? Journal of Managerial Psychology 16 (7), pp.509-33.
Kral, P. and Kralova. V. (2016). Approaches to Changing Organisational Structure. The Effect of Drivers and Communication. Journal of Business Research, 69(11), pp.5169-5174
Fath, S., Proundfoot, D. and Kay, A. (2017). Effective to a Fault: Organisational Structure Predicts Attitudes toward Minority Organisational. Journal of Experimental Social Psychology, 73, pp.290-297 
Jackson, S., Joshi, A., Erhardt, N. (2003). Recent Research on Team and Organizational Diversity. SWOT Analysis and Implication’s: Journal of Management, 29(6), pp.801-830 
Wolf, W. and Huczynski, A. (1989). Encyclopaedia of Organisational Changes Methods. Industrial and Labour Relations Review, 42(2), p.308 

[bookmark: _Hlk40086094]Hess, J. and Arnold B. (2010) "The Emotionally Intelligent Leader, the Dynamics of Knowledge-based Organizations and the Role of Emotional Intelligence in Organizational Development." On the Horizon 18 (3) pp. 222-29.
[bookmark: _Hlk40085675]Hur, Y., Van Den Berg, P.T and Wilderom, C. (2011) "Transformational Leadership as a Mediator between Emotional Intelligence and Team Outcomes." The Leadership Quarterly 22(4) pp. 591-603.
Sherman, W.S. (2007) Improving Organization by Coaching Individual Development Using the Resource based Business Strategy: Advanced Management Journal, 72(4), pp.40-46,3
[bookmark: _Hlk7434906]Yarbrough, S., Martin, P., Alfred, D., and McNeill, C. (2016). Professional Values, Job Satisfaction, Career Development, and intent to stay: Nursing Ethics, 24(6), pp.675-685.
[bookmark: _Hlk7106719][bookmark: _Hlk40107636]Escoffery, C., Kenzig, M., Hyden, C. and Hernadez, K. (2017) Capitalizing on Social Media for Career Development: Health Promotion Practice, 19(1), pp. 11-15.

Website:
www.tesco.org 

image1.jpeg
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





image2.png
The end point: where the
client/mentee wants to be

The current reality: where the client

is now

AlL of the options of as to how the
client will progress

Action steps which will take the

client to their goal

Agree topic for discussion

Invite self assessment of client

Invite suggestions from the client

Prepare a plan with specific steps

and timings

Agree specific outcomes

Offer specific feedback

Carefully offer suggestions

Identify possible future obstacles

and solutions

Set long-term aims

Examine assumptions

Ensure that some choices are made

Agree support for throughout the
process




