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Coaching is the process for learning and development of skills and knowledge relating to a particular field mostly within a short definite timeline, while mentoring refers to the act of identification and nurturing of potential within an individual to accomplish the long-term goal of success achievement (McLead, 2003). The requirements of coaching and mentoring are valuable in professional skills development and fast-tracking one’s career. While coaching the specific individual helps them enhance their abilities to perform effectively on daily tasks, mentoring helps them get a vision of their future and work towards it with strengthened conviction and greater clarity (Sudhakar, 2005). 
This following report will try to encase a critical discussion of the importance, values, and benefits of coaching and mentoring to harness the best possible way for using such tactics for professional development of individuals in the context of Oktra which is a London-based designer, builder and strategists for office space moving, refurbishing  and interior designing, etc. The company is responsible for designing and building convenient office space by manufacturing high-quality equipment and materials along with its motivated workforce. Coaching the team players, in this case, helps with the high-quality performance from the entire business while employees in the organisations are mentored by their seniors and peers to build a better career in the interior designing sector. 
[bookmark: _Toc14356432]Purpose of coaching and mentoring skills in the workplace
Coaching and mentoring is a usual activity in organisations where the development of the workers in their specific field is emphasized (Garvey, 2011). In every field of operation, it is required that coaching and mentoring are conducted appropriately to help the employees become well versed in their responsibilities. But, the purpose of coaching and mentoring does not only confine writing the goal to develop employee skills for the company but also to fast-track their career with succinct and definitive plans. Hence, it is necessary to understand the concept of coaching and mentoring and their importance for making an appropriate conclusion on their purposes. 
WHAT IS COACHING AND WHY IS IT IMPORTANT?
Coaching is defined as the development based activity in organizations where development in work is achieved by facing workplace probes with guidance from coaches and mentors and by using one-to-one conversations to enhance the mentee or protégé’s abilities like skills, work performance, and knowledge (Serrat, 2009).
Coaching is thus helpful for the employee going through the coaching sessions to develop their ability and become increasingly effective for the organisations. However, the value of coaching expands beyond this personal perspective since managerial works within the organisations can be effectively managed and directed by properly coached and mentored employees who have learned the best possible applications of their work to achieve service excellence. Similarly, the overall contribution and value of coaching and mentoring from an organisational perspective are also visible since all these personal level of satisfaction to work as well as managerial excellence leads to benefit the whole organisation in all these fronts (Lawson, 2007). For example, executive coaching is the process for the organisation’s seniors to effectuate the succession planning by mentoring the possible candidates to become effective in their future role gradually before putting on them the responsibility. On the contrary, performance enhancement coaching is basically skill development coaching given to particular people to work commendably and effectively in their field. The value of business coaching and mentoring is often found in times of organisational change management as such coached employees have a more profound understanding of business goals, required activities, and strategies than any other. Finally, the benefit of personal coaching is immense for the employees being coached since their career aspirations can be fully realized and need to be fulfilled.
Hence, the main purpose of coaching and mentoring is to support learning and development in individuals in the workplace so that they can be prepared for working effectively through organisational change and manage own and others performance to effectively improve on organizational performance (Brockbank, 2012). The following discussion gives a more elaborate view on the purpose of coaching and mentoring skills in the workplace:
· Firstly, the purpose of coaching and mentoring skills in the workplace is to develop staffs for effectively contributing to their role in the company. It is also required for the staffs to become aware of their importance in the company so that they feel more engaged and responsible for the cony goals fulfillment.
· Specific skills required for the operations and for future activities can is gained from coaching and mentoring in the workplace too.
· Coaching and mentoring also ism to reinforce the belief system of the protégé or mentee so that it can be congruent with company goal and identity.
· Updating of already available knowledge and skills is possible through coaching and mentoring in the workplace which gives the organisation timely recognition (Bennis, 2009).
· Additionally, the capability of the department can be increased by increasing the effectiveness of employees and managers through coaching and mentoring. Not to forget, delegations of tasks becomes easier in such a context.
· Particularbehavioursandattitude also can be changed through coaching and mentoring which goes a long way since the attitude of the employees of the workplace builds up the organisational culture that is most responsible for achieving success.
· Coachingandmentoringalsohelps with development of managers can they get to learn and implement new knowledge and skills on their workplace and achieve even more.
· Fulfillment of experience is also possible through coaching and mentoring since the experienced helps fully realize the meaning of one’s work and the effect of their attitude.
All in all, the purpose of coaching is to improve work performance and produce optimal performance. Coaching in particular while aims to develop one’s skills and knowledge, it is often mentoring that individual through the process that helps them establish personal attributes and social confidence to carry forward on their role (Megginson, 2005).
In Oktra as well, coaching and mentoring takes various forms and have varying implications based on the purpose of coaching the personnel. The specific organizational context demands that the employee has a better quality performance with due standards followed for designing the office spaces and coaching mentoring of the protégéhelps the organisation to develop the lacked skills and support the bets attributes for their professional success in the field. 
[bookmark: _Toc14356433]Similarities and differences in coaching and mentoring activities
Coaching and mentoring although has similar end goals re two very distinctive activities. The similarities between the two can be drawn to be effective tools for helping individuals become competent in their professional dealings as well as interpersonal skills, while both supports individuals’ potential for their career growth in one way for another. Coaching and mentoring also converge on their strategic concept since coaching or mentoring are seen as strategic development perceived to be important for a promotion (Bell, 2002). The acts of coaching and mentoring also help with dealing with changes from an individual’s role’s perspective. Mentoring and coaching also help deal with conflicts proactively by helping the problems resolve in the process. Of coaching and mentoring. Hence, there are various certain aspects which make coaching and mentoring overlapping practices. But, as discussed in their definitions, coaching is of short-time goals specifically designed for skills development or specific knowledge acquiring, while mentoring is far more time-stretching and even more changeable in nature depending on the mentee’s then aspirations (Hawkins, 2013).
Apart from being similar in various aspects, it is also undeniable that mentoring and coaching has their differences. The following is the discussion of these difference:
	Mentoring
	Coaching

	Mentoring helps individuals make strategic development of their career.
	Coaching aims for skill development for the individual. 

	Mentoring is often the helicoptering through the process of the individuals.
	Coaching is based on hands-on experience.

	Mentoring process is confidential between mentor and mentee. 
	Coaching is more of an open approach to skill development. 

	Mentors are chosen by their mentee. 
	Coaches are mostly allocated by the responsible authority. 

	The overall mentoring process is driven by mentee themselves under the guidance of the mentor. 
	Coaching may be driven by the coach themselves, although he/she may take feedback form protégé and implement those. 

	Mentors do to link mentee success to their own.
	Coaches can link own success to that of their protégé. 



The difference between mentoring and coaching is therefore in the directive and non-directive form of communication from mentor or coach since non-directive guidance relate to achieving with structured program on their own interest while mentoring only suggests the practice of directive explanations by the mentor and it is up to the mentee to follow through (Stone, 2007). The following discussion activity is an example of the difference between thinking of a mentor and a coach with more practical applications:











DISCUSSION ACTIVITY
	[bookmark: _Toc291141366][bookmark: _Toc291142775]Directive
	[bookmark: _Toc291141367][bookmark: _Toc291142776]Non Directive

	· I direct my mentee’s belief system by letting them question what it is that they are doing the development of that need. 
· I direct the mentee’s though onto which skills they have and which they will need for fulfilling the aspired role.
· I also direct them to realize what they are actually doing with current skills and knowledge.
· I don't explicitly command what my mentee needs to do.
· I am making the mentee’s professional development more important.

	· I coach my protégé by discussing with them the possible areas of development for their professional improvement.
· I coach the protégés to identify own skills and help them develop on those.
· I help them realize their work implications by discussing certain matters.
· I don’t leave the development for later phases and let the protégé feel confused.
· I am making the protégé’s skills more developed and thus superiority at work.



[bookmark: _Toc14356434]Benefits of coaching or mentoring for developing individuals’ workplace effectiveness
Models are the representation of ideas or an object that elaborates on a complex occurrence with better clarity. Coaching and mentoring as are sensitive and complex operations for developing supporting performance improvement and employee success, also requires to follow defined models of coaching and mentoring (Clutterbuck, 2002). There is the various standard model of coaching among which GROW model, Johari Window for learning, etc. are a few. In the fowling discussion, the GROW model will be sued to evaluate the benefits of developing an individual’s workplace effectiveness. The GROW model of coaching view coaching as the accumulation of goals, reality, obstacles or options and willpower of the related individuals (Megginson, 2005). While coaching and mentoring employees in Oktra, the GROW model can delineate the following benefits of coaching and mentoring:   
Goal: The goal for mentoring or coaching is to develop skills and knowledge relating to professional work in the workplace which is beneficial for organisational performance improvements.
Reality: The reality of the coaching is that it follows a well thought out plan which helps maintain realistic achievement in the organisations and improve on these in real-time. 
Options (Obstacles): When modeling a coaching or mentoring plan it is also essential to identify various options that need to be considered and obstacles to be overcome (Stone, 2004). The benefit of achieves from this perspective is that this helps identify the issue before they can plague the outcome. 
Will: The will power of employees to be coached and coaches and mentors also delineate the benefit for the workplace since all these personnel is highly motivated to make a change in their professional contributions for the betterment of the company and their own career. 

Since the discussion tried to discuss broadly on application-based analysis of befits from coaching and mentoring, in the fowling conversations, there will be individual and organizational benefits of coaching and mentoring discussed:
Benefits for employees
· Employees can have major performance improvements from coaching and mentoring.
· Coaching and mentoring can lead to career development since skills and knowledge are improved for the profession (Whitmore, 2004).
· Coaching and mentoring session also helps the employee build a social network of like-minded individuals by building contact.  
· Self-management and learning skills also improve with which the employee can embark on a new journey of professional skill development and aspirations finding. 
Benefits for Coach/Mentor
· Coach or mentor can also go through personal development through the process.
· They can also enjoy improved work relationships in the workplace.
· The performance of themselves and their subordinates as a group improve as a result of coaching and mentoring (Whitmore, 2004).
· Insights into work issue are more elaborated from such experiences.
· Partnership preach to work also improves under their supervision and the performance is often effective. 
Benefits of organization 
· Coaching and mentoring can help adept the employee to fulfill organisational objectives with better clarity.
· The coached and mentored employee’s become better with their professional skills and knowledge.
· The employees also feel rather engaged to the commitment of the organisations after such a program and become loyal herald for the company.
· Workplace culture changes to become more harmonious and productive as a result of the coaching and mentoring of employees in the workplace.
· Organisational knowledge is also increased due to elaborate planning and discussion led through coaching and mentoring by means of dissemination of each other’s teaching (Zachary, 2005).
· Coaching and mentoring also help identify the most potential candidates for future roles and responsibilities.
Coaching and mentoring although has an effective usage in challenging times when organisational change occurs, it is often cost effective method for increasing individuals and organisational efficiency in workplace. However, it is necessary to understand the benefits of coaching and mentoring to effectively use the tools for situational needs.
[bookmark: _Toc14356435]Knowledge, skills, and behaviors of an effective coach and mentor
Coaching and mentoring is a complex yet effective mechanism for presenting organisations to develop and support employees to gain skills and knowledge for successfully conducting their professional responsibilities. However, for a coach to be effective in delivering the potential success, there need to be considerations of various key factors (Stone, 2007). For example, organisational context is highly important as considerations since company culture being nurturing or impeding results in the effectiveness of coaching outcome whether or not the coaching program or mentoring is suitable for the candidate. Apart from that organisational goals and values need reflections on the planned coaching and mentoring program since the organisations need the coached and mentored protégé to take the helm of the organisation in the future. The coach and mentors also need to have a better analysis of the company culture so that their own style of coaching and mentoring can be the most fruitful in the circumstance (Garvey, 2011). Their techniques and strategies for each coaching program and mentoring intervention needs them to act as coaches or mentors in varying circumstance. For example, coaching and mentoring protégés in Oktra requires that wider talent development for the company is emphasized and so mentoring and coaching follows these aspirations for the company and company culture of fast-paced and exciting work activities. 
Hence, the coach or mentor needs to his own knowledge, skills, attitude, and behavior that can supply the coaching and mentor with due diligence. The followings are the knowledge, skills, and behaviors as envisioned for an effective coach or mentor:
Listening: An effective coach or mentor needs to develop the practice of active listening from the start. This mends that the coach needs to have proper hold of the transmitted information in real-time. However, according to the GROW model of coaching, listening can be of four types, namely active/attentive listening, emphatic listening, generalized listening, and accurate listening. Whichever the criteria for listening, a coach needs to be able to take input of new information, process it and make a clear understanding of the issue being communicated (Lawson, 2007). 
Questioning: The effective coach or mentor also needs to know questioning as a skill and their attitude in these cases needs to be of curious nature. The reason for such a requirement of skills is to identify any possible weaknesses of the protégé to overcome and be mentored on by the coach or mentor. 
Building Rapport: Building rapport or building trust and confidence to the protégé or mentee is another essential skill of an effective coach or mentor (Clutterbuck, 2002). Building rapport is essential for an effective coach as only then can they support own coaching style by diminishing barriers and opening up to creative solutions. It also allows the coach or mentor to develop the behaviors where more complex questions can be asked of the protégé to make them better thinkers on their own feet.
Empathizing: The coach also needs to have a sensitive demeanor when dealing with their protégé or mentee. Empathizing with the mentee or protégé can lead the coach to discover their problems in pursuing the best result from their coaching by being in their shoes. This also helps them act naturally warm and positive for motivating the protégé with own attitude toward them.   
Reflecting: Reflection is another coaching skill that helps the coach or mentor to take a step back to have a better look at the wide practical application. This kind of behavior also helps them look at any problem objectively and solve those. 
Staying focused: The coach also needs to have the skills for staying focused and aware of own duties at all time so conducting coaching or mentoring program. Staying focused is done by coach by summarising and backtracking the protégé on the predetermined path of discovery about themselves rather than getting caught up in many details. 
Giving constructive feedback: Giving constructive criticism is part of the job of a coach and responsibility of a mentor (Brockbank, 2012). The feedbacks in this case if objective, observation-based and specific can help with the better improvement of performance by protégé. 
Being open-minded: Being open-minded also relates to the coach being able to question and then reinforce better belief system in the protégé. The inherent beliefs can often stick people in one place of their career track which an effective coach learns to identify and help the protégé to fight off. Unlocking limiting beliefs hence is one of the most powerful skills of a successful coach or mentor. 
Resisting the urge to tailing: The effective mentor or coach also do not tail their protégé and led them to find their answers to the questions and only empowers them to take on the journey by themselves. 
[bookmark: _Toc14356436]Strategies to effectively coach or mentor at an appropriate level
Coaching and mentoring although seems to reflect the practices in academic teaching, needs much more deliberations from the part of all related individuals. However, both seem to be proven strategies for developing employees’ skills and knowledge while supporting them to further their career (Zachary, 2005). The strategies in these cases need to be suitable for the level of knowledge and understanding of the mentee or protégé. For example, in Oktra, coaching is given in several different areas of operations including practical designing, communication to clients, workplace operational activities, etc. and needs a specific structure to be successful within the short amount of time that coaching is supposed to be conducted. Mentoring, on the other hand, means that mentors follow an abstract pattern that is effective for the mentee and the end goal is envisioned by mentee themselves.
Now since coaching and mentoring is found to have specifics relating to both mentor/coach and mentee and protégé, it is also essential that appropriate achieving and mentoring is provided and made available in the organisation (Serrat, 2009). In doing so, a definitive coaching path gives structure to the cause.
THE COACHING PATH
The appropriate level for coaching and mentoring in the organization of Oktraas any other workplace consists of adults taking coaching and mentoring from other comparatively skilled and experienced adults. Thus, the coach can use specific coaching paths part of their coaching toolkit. The coaching path is strategized with due care and implemented in this case.  Standardcoachingpath suitable for coaching and mentoring of individuals in Oktra can follow the following steps:
Establish conversation: To provide coaching or structured mentoring, it is essential to establish a conversation between mentor-mentee, coach-protégé and also for the group of people responsible for giving the coaching to the individual. These conversations can be conducted in both a formal or informal undertone (McLead, 2003). Whichever the type of conversation, the conversation needs to be established around the area of according or mentoring. The strategic approach toward the establishment of conversation is thus essential.
Identify topic and goal: Then, the topics to be coached about and the respective goals to be achieved are to be selected. These can be done by agreeing on the overall objectives of the coaching program or mentoring process. Identifying topic to emphasis when coaching and mentoring is important because such identifications manage to illuminate the required skills and developments to be focused by the mentor or coach and the goal helps the protégé to plan on future activities to further their development.
Surfaceunderstanding/insights: Similarly, the next step to an achieving path leads to creating a surface understanding of the goals with relevant issues and by utilizing insights of the individuals interacting in the conversation to converge on realistic outcomes. This is also the stage where an action plan can be envisioned to provide for desired results (Sudhakar, 2005). The action plan does not have to be definite and detailed, but a major understanding of the needs and expected results from coaching and mentoring needs to be reflected in those. 
Shape agreements/conclusions: Simple formwork can be used for shaping the agreements into definitive mentoring or coaching program. These shaped up agreements are sequential and focuses on key elements. While coaching programs can follow a specific structure of the training module, mentoring can be done by work showing and supervision (Bennis, 2009). Concluding the understanding of the conversation and planning on the actions required may also be useful for supporting employee development plan. Also, this is the most important part of strategizing coaching and mentoring of employees in organisations as finally concludes on strategies to be followed throughout the process. 
Completion/close: The completion or closure of the coaching path is started by initially setting a timescale for developing the skills or gaining the outcome from the mentoring. The time needs to be effectively capable of enlisting all possible development realistically and realizing the outcome from mentoring.
The completion stage of the coaching path also needs the relevant individuals to agree on the evaluation stages which will be used for assessment of the program in order to analyze its effectiveness in imparting the skills and knowledge missioned at the start (Bell, 2002). Additionally, the evaluations and assessment can be accompanied by a feedback mechanism to seek informal feedback from the protégé and mentees. Feedback mechanism if follows standard structure will help them express their thoughts, ideas and observations about the problems and key aspects of the coaching and mentoring program. However, such feedback based assessment must follow the standard agreement between coach/mentor and protégé. The standards, in this case, need definitions from the beginning of the program as required objectives to be fulfilled, standard target achievement, etc. will mark the achievements by protégé.   
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While coaching the employees in the organisation of Oktra, there are several organisational, operational and individual barriers that need to be overcome. Additionally, the process of mentoring of individuals also gets affected by such barriers to development prodded by the coaching of such individuals on a short term basis (Bennis, 2009). Identification and proactive correction of these barriers help the coaches and mentors in an institute to effectively use their skills of coaching and mentoring to help the respective individuals in need of mentorship and coaching for specific skills and directions. 
In the following, such barriers presenting themselves on organisational, operational and individual levels against coaching and mentorships are discussed-
· A possible barrier to effectively reap the coaching and mentorship practice is when metros or coaches are not appropriately matched with their fellow protégé or mentee. The mentors or coaches, each have own definitive styles of coaching and mentoring which may or may not be suitable for the mentee and so problems arise on both individual and operational level.    
· The organisational culture in a professional work environment is often the end result-based and lacks the focus towards nurturing talents as emphasized during coshing and mentoring. These issues create immense problems during coaching and mentoring within an organisation since the organisational culture is often unsympathetic or downright against the mentoring and coaching practices (Zachary, 2005).
· The unsupportive organisationa cultural so leads to the lack of managerial support toward coaching and mentoring in the organisation and defects the structure required for such activities as an organisation level of the barrier.
· Sometimes, coaching and mentoring may be perceived as the panacea for any problems occurring in the organization which might not be the case. This creates problems with unrealistic expectations from coaching and mentorship.
· Coaching and mentoring practices can often affect the structural role of managers within an organisation who can feel that they are blurring on their role as a mentor as opposed to a manager and various occasions require them to be specific in their interactions to gain the best output in that situation.
· Such blurred boundaries between being a manager and a mentor or a coach can also give rise to unwanted resentment sand accusations of favoritism were less supported or naturally less achieving candidates feel like they are being abandoned by their superiors.
· Other barriers for coaching and mentoring can also occur when the responsible personnel in n organisation for coaching mentoring programs have conflicts in personality and their diverse value is not at all congruent to one another making the value of the resulting coaching program misleading (Garvey, 2011).   
In the case of Oktra’s coaching and mentoring practice by senior managers and professionals, these barriers are to be considered while aiming to deliver a flawless and useful coaching to employees and mentoring to young professionals in the field. For example, when mentoring a new designer in the organisation, there is often an assigned senior manager who is mentoring the specific employee upon their interest for that matter. On the other hand, coaching is conducted for skills development within a smaller time span by arranging for training and development programs by HR professionals in the organisation.
To overcome these severe barriers that can hamper the perceived progress through coaching and mentoring of employees in an organisation, there are various techniques to follow. But, to follow through with these intervention strategies, it is required that issues such as the capability of related personnel to carry out the coaching and mentoring plan as well as conduct issues to morally disagree to the change strategy is carefully illustrated to work on (Stone, 2004). Hence, the following strategies can be used for overcoming the barriers to organizational coaching and mentoring of individuals with specific operations:
· Firstly, overcoming the barriers to the coaching requires effective dialog between mentee and mentor or coaches. In doing so, the coaching program rangers need to listen actively to their insights into the matter.
· Any step forward to enhance the practice of coaching and progress through mentorship needs to be agreed upon by virus groups.
· But, before this, a comprehensive investigation into the filed mechanism to coach and mentoring should be provided to inform the discussion.
· The whole change process to initiate better coaching practice and mentorships could be taken notes of by responsible individuals to make reviews for long term impacts on organisational performance enhancement of the employees (Hawkins, 2013).
· If informal intervention until this stage is not met that is if the barrier is due to conduct based problems among protégé or coach, disciplinary rules and procedures may be applied so that managers can effective plan and implement coaching for their subordinate employees.
· In any case, the strategies need to entail managerial, team-based and self-based improvements of the organisation.
· However, before implementing rules and procedures it is required that change in the process of mentoring and coaching is practiced and evaluated.
In Oktra in particular, there is a specific process that follows to diminish the barriers to effective coaching of employees and mentors are self-responsible for evaluating the progress of their mentee in their envisioned direction to inform them so that the mentee themselves can take the chance to suggest or choose from intervention suggestions of the mentor.
[bookmark: _Toc14356438]Conclusion
Coaching is a short term process for skills development that helps one get better on their trade of work. On the contrary, mentoring is done on people with different potential and aspirations, while aspirations can change the mentorship helps these individuals objectively analyze and effectively utilize the available set of skills to work towards the concurrent goal of the person. The process of nurturing specific skills as well as carefully building ones career track is of great importance in this modern world and this report wanted to discuss on this issue with concise and relevant reasoning and examples. The report discussed firstly of the importance and purpose of coaching and mentorship within an organisation which was followed by the discussion on whether these means are was helpful for people and the organisation and if the realisation of these benefits illuminated a path to discovering the appropriate strategies for utilizing coaching and mentoring of individuals in the organisation of Oktra.
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