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[bookmark: _Toc17055500]Introduction
[bookmark: _Hlk17052330]The development and growth of different types of business organizations in different business industries and areas has brought so much diversifications in business operations and activities. Organizations have to compete with each other in greater number for which, they have to establish specific set of organizational objectives, goals and processes to gather success. Managing the human resources or organizational peoples successfully and effectively is one of the fundamental to presciently attain the goals and objectives. As the increasing number and diversification in business operations and functions introduced distinctive organizational characteristics and business value and phenomenon, so achieving the business success through utilizing the human resources has been made more complex and intriguing (Alvesson, 2014). To understand the organizational characteristics and business value and phenomenon, the existence of coaching and mentoring is highly essential. Organization can ensure the organizational success through carrying out the required performances and outcome by the human resources and through coaching and mentoring, organization can provide the appropriate knowledge, skills and information to develop capabilities of its peoples to work presciently and effectively. Moreover, coaching and mentoring is also significant to consider and implement additional issues of modern business perspectives which are required to build up better organizational culture and workplace. In following business report, different significant facts of organizational coaching and mentoring such as purposes, significances, requirements etc. are discussed to establish an integrated value of them.





[bookmark: _Toc17055501]Task 1
[bookmark: _Toc17055502]Explain the purpose of coaching and mentoring skills in the workplace. Discuss the similarities and differences of coaching and mentoring activities
Coaching
Coaching is the process of learning and development through which organizations teach different learning materials to their employees and workers to improve their performances. Observing organizational people thoroughly, the established and more experienced one uses different traditional methods of training and learning based the new comers or beginner’s needs to accomplishments to serve better purpose and performance in organizations. Coaching is provided people within short time directed goals and objectives where people are aimed to gather certain knowledge and specific enhancements to improve for that goal and objective (Alvesson, 2014). Organizational coaching processes could be different types which carry out different purposes as provided below:
· Career based coaching: The career-based coaching is to clarifying one’s career throughout the organization and taking different actions to look forward it for necessary significant skills and performances for attaining it. 
· Skill and performance coaching: The skill and performance development coaching is to identify different performance gaps of organizational peoples and engaging them with necessary skills required to fill those gaps and gather effective and efficient professional development.
· Leadership and development coaching: Different business organization possess different leadership styles and theories and organizational employees and workers have to adapt with the perspectives and phenomenon of the leaders. The leadership and development coaching enable the individuals to grow and develop under certain leadership criteria and objectives. 
· Targeted and feedback coaching: The targeted and feedback coaching is to make development of the peoples on certain areas or performances. The coaches coach the individuals and professionally develop them on any targeted behavioural and aspects and continuously get feedback of the development process (Brockbank and McGill, 2012).
· Legacy and succession coaching: The legacy and succession coaching is a significant one when the senior officials or executives retires, their other individuals are trained and coached for potential candidates to fill up the gap and appoint them to the higher positions and follow on their legacy or even doing better.
· Communication and presentation coaching: The communication and presentation coaching processes are implemented to improve the presentation and communication skills. As the organizational individuals have to present their works and communicate with others so effective coaching makes them better presenter and communicator.
· Group coaching: The group coaching provided to increase individual’s team working efficiencies as well as growing leadership skills among them.
· High potential and executive coaching: Executive coaching is significantly provided to increase higher positional skills and growing them as key potentials of the organization.
Mentoring
Mentoring is the guiding and counselling process where the experienced and high positioned individuals guide and mentor the employees and subordinates to create significant professional development of them through acknowledging and supporting them the essential organizational perspectives. Mentoring is closely connected with coaching processes but there have significant differences in implementation value of coaching and mentoring. The mentoring processes is about to fulfilling the individual’s wisdom and professional improvement of personal perspectives to enhance the professional effectiveness and efficiency (Brockbank and McGill, 2012). Different mentoring processes are used in organization carrying different purposes as provided below:
· Relationship mentoring: Developing the relationship within all functional areas and positions which is one of the major goals of mentoring process and also known as one to one mentoring.
· Group mentoring: The group mentoring processes create a learning culture within organization so the people can learn from each other’s. Different meeting and discussion sessions are arranged for group mentoring process.
· Training mentoring: The training based mentoring process is to develop different skills and abilities of organizational peoples for certain positions and functions.
· Executive mentoring: The executive mentoring processes are to implement the top down mentoring culture within organization. Through implementing the executive mentoring processes organizations keep continuing of mentoring for all level peoples as the senior executives retires in different time periods.
Purposes of coaching and mentoring in context of hospitality organizations
Coaching and mentoring have significant organizational purposes and the development modern business perspectives and philosophies and carved integrated goals of coaching and mentoring processes. Different types of business organizations carry different types of purposes of coaching and mentoring and here some key purposes provided below in context of hospitality business organizations.
· Personal awareness and understanding: Through the coaching and mentoring, the organizational peoples get awareness and understanding about the organizational goals and objectives and they can effectively work on that (Carter, Giber and Goldsmith, 2014). The hospitality organizations have to provide the best services and offerings to the customers and guests, the employees and workers have to be acknowledged about what services are mostly desired by them and how the services would be provided to them with more satisfactory service experiences.
· Action planning: The action planning is much significant as the organizational functions and performances have to be executed within a proper action measurement where the employees and workers can be able to do them in righteous path. The hospitality organizations required to provide diversified services to the customers and guests in different time periods so, the coaching and mentoring process make them enable to do the right things in perfect times through a guided and appropriate action plans.
· Learning and skill development: The human resources or the organizational personnel have to gather knowledge about organizational perspectives to act upon them and contribute in achieving organizational success. And also, different significant organizational skills also needed to be achieved by them in order to provide the accurate and proper services and products (Carter, Giber and Goldsmith, 2014). The coaching and mentoring processes are introduced with different traditional and modern learning activities which ensure the learning of the necessary knowledge and skills to perform the organizational activities.
· Risk taking management: Risk taking management is a significant one for business organizations and in different time different risks are needed to take to achieve sophisticated business success. And organizational employees and managers have to potential in risk taking management to take risk which is worth and also needed to be skilled enough to gather a better outcome from the risks. The better coaching and mentoring processes enlighten the organizational people about the significant issues, knowledge and skills of risk management.
· Goal setting and achievement: To attain in organizational success and attaining its goals and objectives, the goal setting and achievement very essential. The goals are set within different time periods and success criteria and peoples within organization have to understand them thoroughly by signifying different success criteria separately which are attended through the effective performances and strategies (Clutterbuck, 2011). The hospitality organizations enable the human resources through the coaching and mentoring processes to act upon the specific success criteria like as certain amount of sales or profit or others.
· Action based solutions: Different types of problems and constraints can be seen in workplace due to different causes and facing and solving these problems through the organizational higher authorities is time consuming, costly and decrease the spontaneous effectiveness. So, the hospitality organizations provide coaching and mentoring to the organizational individuals and groups to be skilled enough to provide proper action-based solutions for any sudden problems or constraints while providing services and products to the customers and guests.
· Career commitment and growth: The organization have to make its people career oriented and committed to attain them in order gain the organizational success as, their organization-oriented career and growth would be successful through gathering the organizational gaols and objectives. Effective coaching and mentoring processes are needed for carving sophisticated career perspectives among them by enabling them with necessary skills, attitude, knowledge to gain career success.
· Increased personal competencies: The coaching and mentoring processes increase the personal skills and knowledges and make them organizational goals and objectives oriented. The enthusiasm toward the organization make them compete with each other to gather more performance efficiency. The cognitive knowledge and skills of the employees ensure the providing of best services and satisfactory experiences in hospitality organizations. Moreover, the organizations can ensure quality services with best service providing systems.
· Workplace culture and relationship: Developing a better workplace culture and integrated relationship management system is significantly needed to carry business success (Clutterbuck, 2011). Moreover, in hospitality organizations it is more important to have better understanding and relationship among the individuals as people themselves provide the services to the guests and customers. Through combining different theoretical and practical cultural phenomenon and relation development strategy hospitality organization implement coaching and mentoring processes for better workplace culture and relationship.
· Process qualification and competitive advantage: The business functions and performance processes are needed to be executed significantly to gather business success. Throughout the coaching and mentoring activities, hospitality organization can ensure better service providing systems and business process through the human resources which gather sophisticated performance outcomes as well as competitive advantages.
Similarities and differences between coaching and mentoring
Though both coaching and mentoring can be referred as the growth and development process of organizational peoples through gathering significant knowledges, skills, abilities, learnings and others but there have separate implementation value of coaching and mentoring which shown through comparison between them in following table:
	Comparison
	Coaching
	Mentoring

	Context
	Coaching is basically task oriented and it focuses on the target and goals and done on particular subjects.
	Mentoring is relationship oriented and focuses on issues to gather personal and professional skills through sharing perspectives (Clutterbuck, 2010).

	Duration
	Coaching is performed based on short term period
	Mentoring is performed based on long time period 

	Focus
	Coaching processes are focused on improving performances
	Mentoring processed are focused on enhancing development

	Design
	The coaching processes are less designed and started on immediate performance area
	Mentoring processes require sophisticated design combining different components

	Formality
	The coaching processes are much strict and formally handled
	Mentoring requires individual’s interconnection rather than formal strictness

	Intense
	Coaching processes find out solutions to the problems and implement them
	Mentoring processes provide the solutions to the problems

	Participations
	Generally coaching done within teams (Clutterbuck, 2010)
	Mentoring primarily one to one process

	Type 
	Coaching is provided to implement new systems or process
	Mentoring is provided to be best in existing systems






[bookmark: _Toc17055503]Task 2
[bookmark: _Toc17055504]Using a defined model of coaching and mentoring, critically evaluate its benefits for developing individuals’ workplace effectiveness
Workplace effectiveness refers the competence and favourable ambience of the workplace that helps the employees of an organization to develop their personal skills and increase employee’s productivity to meet the organizational goals. To ensure effectiveness in the workplace now-a-days every organization considers ‘coaching and mentoring’ as an important strategy. Coaching refers a short timed and specific event where employees are given theoretical and practical knowledge on specific issues by a coach.
Mentoring indicates a long-term way of learning employees to make them overall better performers in the organization. An experienced or senior employee can act as mentor for new employees of organizations (Ehrich, 1999). Coaching and mentoring are very traditional method for developing workplace effectiveness. With the passage of time there have been many models invented by scholars in different time for conducting coaching and mentoring in better way. Here the “ACHIEVE” model of coaching and mentoring is given below
[image: ]
Figure: “ACHIEVE” model of coaching & mentoring
Benefits of this model for developing individual’s workplace effectiveness in an organization is discussed below under some specific topics:
Individual and organizational benefits of coaching and mentoring
Coaching and mentoring are important for both individuals and organizations. It develops personnel individually and also develops the workplace of an organization (Connor and Pokora, 2017). Here some significant benefits are given below from individual and organizational perspective
Individual benefits of coaching and mentoring
· Adaptation to new environment & culture of the workplace: It is very important for an individual to be familiar with the culture and organizational behaviour of the company in which he or she works in. Through coaching and mentoring employees can know about the culture of an organization from their seniors.  
· Personal guidance on job duties & responsibilities: A written leaflet or handout listing job duties and responsibilities is not enough for an individual for understanding his job duties properly (Fairlie, 2011). Coaching and mentoring help to understand them practically about their duties and responsibilities.  
· Increase an individual’s skills: Various skills are taught through coaching mentoring such as interpersonal skill, public speaking, decision making skill, leadership skill etc. (Connor and Pokora, 2017). Individuals learn this skill easily with the help of their coach, mentor and fellow mates. 
· Aligning the career path of employees: This benefit is ultimately the most significant one for individuals. By developing individual’s skills and providing proper guidance coaching and mentoring helps to align a suitable career path for the individuals in the long run.  
Organizational benefits of coaching and mentoring 
· Boost employee morale: Employee morale is necessary for achieving the organizational objectives and coaching & mentoring increases the self-esteem and confidence of the employees by developing their skills and aptitude.  
· Increase loyalty of the company: It is observed that the companies which provide sufficient coaching and mentoring to the employees have become loyal to their employees (Dexter, Dexter and Irving, 2011). Employees feel committed to the organization and works for the organization truly. 
· Decrease employee turnover rate: When employees feel that their organization is working for developing their skills and career path through coaching and mentoring, they do not leave the organization. So, coaching and mentoring reduces organization’s turnover rate and thus organization has to spend less for the recruitment and selection of employees. 
· Increase team efficiency: In coaching and mentoring employees learn within a group that enhances their teamwork efficiency. And team work efficiency helps an organization to achieve greater productivity of employees. 
So, coaching and mentoring provides host of benefits to individuals and organizations. 
Cost & benefits of coaching and mentoring 
Likewise, other strategic step in organizations coaching and monitoring needs to be measured under cost-benefit analysis. The cost benefit analysis of coaching and mentoring is given below 
	Cost of coaching and mentoring
	Benefits of coaching and mentoring

	1. Fees of external coaches and mentors. Sometimes organizations have to pay internal coaches or mentors also
1. Coaches and mentors also require training for conducting their job properly (Dexter, Dexter and Irving, 2011). So, training of coaches and mentors also incur a cost for organizations. 
1. Materials cost for coaching and mentoring
1. Cost of time is ultimately a significant cost incurred in coaching and mentoring. Training time of coaches and mentors, coaching time of employees lessen the working hour of employees.  
	1. coaching and mentoring ameliorates the relationship of different individuals and working groups in the organization 
1. it improves the employee performance and productivity
1. it decreases the rate of employee turnover and thus decreases the expense and hassle of recruiting employees frequently 
1. coaching and mentoring makes the workforce creative and innovative by developing various skills
1. an organization can formulate necessary change in the workplace as coaching and mentoring helps employees to adapt those changes 
1. coaching and mentoring also helps in resolving conflict in the workplace as it improves employee relationship  
1. Coaching and monitoring can create a unique value proposition for the company in case of attracting talented individuals. 



  
From the above table it can be observed that coaching and mentoring is not free of cost. It incurs some monetary and time cost for organizations (Githens, 2012). But the benefits that organizations and individuals enjoy through coaching and mentoring are more significant than the cost.  So, the importance of coaching and mentoring cannot be underestimated.
Alternative strategies for developing and supporting employees 
It has been already discussed that coaching and mentoring is an effective strategy for supporting and developing employees. But there are other alternative strategies that also can develop and support employees in an organization. Those are listed and discussed below:
· Set goals, create opportunities and follow up employee’s performance: In this strategy the top-level management set goals for employees and provide them sufficient resources and power to obtain goals (Garvey, Megginson and Stokes, 2009). End of the period the management follows up the performance of employees. On the scale of attainment of goals, the development level of employees is measured. 
· Manage employee’s performance by performance metrics or management by Objectives (MOB): MOB is a popular method used by various companies for developing and supporting employees. Under this strategy there are different groups and each group work under a manager. Managers dictate objectives and fix a specific time period to achieve the objectives. Those objectives are set in such a way that by achieving those objectives employees can develop themselves. Managers also help them if they feel any problems in achieving those objectives.  
· Feedback method: Feedback method refers to collect constructive feedback in 3600 frameworks. It means feedback will be collected about an employee’s performance from his or her surrounding fellows, colleagues, managers, subordinates etc. it will help an individual to develop himself neutrally (Garvey, Megginson and Stokes, 2009). 
· Career map: Organization can determine the logical path of succession or advancement for its employees based on their skills and aptitudes. This type of strategy helps employees to develop their individual career. 
· Rewards and incentives strategy: An organization can provide rewards and incentives to employees based on their satisfactory performance. Employee of the month or employee of the year this type non-monetary reward also plays important role to develop and support employees financially and mentally. 
So, an organization can also use the above-mentioned alternatives apart from coaching and mentoring. 
Corporate objectives and the contribution of coaching & mentoring 
Corporate objectives refer the company’s goals and objectives that it wants to achieve in short term and long-term period of company’s life. Coaching and mentoring are indirectly related with the achievement of corporate objectives. Coaching and mentoring deals with human resource of a company and it is human resource who works as the prime element to achieve corporate objectives. So, there is a positive contribution of coaching & mentoring towards corporate objectives (Kim, 2012).  
Efficient human resource, higher productivity of employees, workplace effectiveness and loyalty are 4 important elements in achieving corporate objectives and coaching & mentoring contributes to achieve these elements in following way:
· Increase the efficiency of human resource: Human resource is the main weapon that understands the corporate objectives and works towards achieving them. Machines and materials are also operated and directed by human resources. Coaching and mentoring develop skills of this human resource and thus assists in achieving corporate objectives.  
· Higher productivity of company: By increasing efficiency of employees coaching & mentoring increase the productivity of the company. And it is known that higher productivity means higher achievement rate of corporate objectives. 
· Workplace effectiveness: By playing role in developing relationships among employees, easing the adaption of changes etc improves the effectiveness of workplace (Garvey, Megginson and Stokes, 2009). And better workplace eases the way of achieving corporate objectives.   
· Loyalty: Coaching and mentoring strengthens the commitment of employees to the organization. They feel their organization is loyal to them. It helps them to undertake corporate objectives as their own objectives.  
Therefore, coaching & mentoring contributes a lot in achieving corporate objectives. 
Organizational, operational and individual barriers to coaching & mentoring and strategies to overcome them 
Barriers can be found in conducting coaching and mentoring within the organization. a list of organizational, operational and individual barriers is given below:
Organizational barriers
Organizational barriers refer the obstacles created within organizational framework. It can be as following:
· The organizational culture
· Underestimation of coaching & mentoring by the top authority of organization
· Confrontation (financial or managerial) from senior management 
· Meagre resource and time in the organization (Hawkins and Smith, 2013)
· Lack of commitment to employees.
Operational barriers
Operational barriers refer any obstacle that arise whilst operating coaching and mentoring
· inappropriate matching of mentors or coaches and learners
· inaccurate structure of coaching and mentoring event
· gender discrimination in the whole process
· lack of proper training of coach and mentors
Individual barriers
It can be both from the learner’s side or the coach/mentor’s side 
· biasness of the coach or mentor
· little understanding about coaching and mentoring
· conflicting relationships among learners
· considering coaching as extra burden by learners
· overdependence of the learners on coach/mentor
· unable to cooperate with other fellows in coaching type environment
So, these are various barriers of coaching. These barriers can be overcome in following ways:
· Clarification about coaching & mentoring: Organization needs to clarify the necessity of coaching and mentoring to its employees (Hawkins and Smith, 2013)
· Early engagement: A successful coaching and mentoring can be possible with early and successful engagement among its stakeholders such as coach, learners, top management, trainer etc. 
· Be selective: Authority needs to be selective in choosing the group of learners. Those needs to be selected who fells coaching and mentoring is important to them. 
· provide opportunities to coach and mentors also: Not only learners but also coach and mentors should be trained with sufficient training.
[bookmark: _Toc17055505]Task 3
[bookmark: _Toc17055506]Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace coach or mentor
Importance of coaching and mentoring
Coaching and mentoring both are very potential and significant process for business organizations as through using effective coaching and mentoring process, business organizations ensure the best performance and sophisticated outcomes from organizational individuals. To coach and mentor, the peoples, significant mentoring and coaching skills are required which ensure the holding of appropriate organizational means and perspectives among its people. Coaching and mentoring interconnected deeply to carry out their performance goals such as the mentors would be needing the effective coaching processes, methods and materials to provide the human resources effective training and development (Kimsey-House, Kimsey-House and Sandahl, 2011). Different skills are required in coaching and mentoring processes along with knowledge, understandings and qualities to develop and implement proper coaching and mentoring processes.
The coaching processes include different fields such as training, change management, human resource movement, consultation and learning, system change management and other areas in which coaching play potential role to embrace these fields in organization. Different areas of coaching have separate models, theories and approaches which are used to carry out the coaching performances and these different coaching areas and approaches and models establish integrated process of skill and ability development of the organizational individuals and groups. And the mentoring is craving the guided pathways for organizational individuals and groups to attain highest in peck of career. Through the mentoring the career development strategies are mostly integrated to develop the organizational peoples and groups and developing relationships and sophisticated cultural value to retain a strong workforce.
Coaching and mentoring are very much important for both individual and organizational context as it bring array of benefits and profits to business. Throughout implementing appropriate coaching and mentoring processes potential outcomes can be made. Implementing coaching and mentoring process brings significant outcomes of employee guidance, duties and responsibilities and carve their career path. It provides the organization employee retention facilities and create people’s commitment toward the business (Kimsey-House, Kimsey-House and Sandahl, 2011). The coaching and mentoring process create accountability and motivation throughout organization and also increase confidence among the organizational people and create ease of working process. It decreases the burden of organizational turnover and increase personal and team efficiency. Coaching and mentoring emphasize the cooperation and collaboration between organizational peoples and create integrated outcomes of organizational functions and activities. Beside these, the growth and expansion of diversified business types and organizations has forced them adapt with different modern and technological approaches for which the organizational peoples must have to be well competent to gather organizational goals and objectives. So, the coaching and mentoring processes are now more potential require deep focus.
Skills, knowledge, behaviours, attitude of an effective coach and mentor
As the coaching and mentoring process is becoming more significant day by day and the diversified business operations and activities making it more complex, the importance of and effective coach and mentor is increasing. And also, becoming an effective coach and mentor requires different types of skills, knowledge, behaviours, attitude, value, beliefs and other essential to ensure the implement of effective coaching and mentoring processes.
To ensure effective coaching and mentoring processes, the following characteristics must to be possessed by a coach or mentor:
· Coaching and mentoring experience: One effective coach or mentor must to possess experiences about coaching and mentoring which can be gained from in work experiences.
· Industry experience: The coach and mentor need to have experiences on the related industry of coaching and mentoring process which ensure the integrated and potential outcomes (Nelson-Jones, 2013).
· Personal value: An effective coach and mentor should have personal value and ethical morals which need to gather participant’s trust about the coaching and mentoring process.
· Self-confidence: The self-confidence is a potential quality of an effective coach and mentor as they have to be confident about what they are doing which create strong belief among the participants.
· Listening and understanding skill: The participants of coaching and mentoring processes speak different facts and issues and the effective coach and mentor have to possess effective skill to listen what they say and understand what they are desiring.
· Feedbacking ability: An effective coach and mentor need to have the feedbacking abilities to provide authentic and solicit feedback on participant’s performances for performing better in further time.
· Communication skills: The communication skills very important, the coach and mentor have to communicate effectively with the peoples and participants through using different communication systems and technologies to build relationship with them (Nelson-Jones, 2013).
· Empowering others: The coaches and mentors need to possess power of empowering others, as through providing different knowledge, skills they make the participant more resourceful and handier. 
· Creating supporting environment: The coach or mentor have to create a supportive and favourable environment for the participants to make them encouraged about learning and development process.
· Challenging mentality and commitment: There need to have a challenging mentality and strong commitment to carry out the coaching and mentoring activities which will also enthuse the participants.
· Shared goals and objectives: The coach and mentors need to possess a shared interest and goals for the coaching and mentoring activities, so that the activities become self-involved.
· Trust and respect: To be an effective coach and mentor one need to hold trust and respect for others and the participations.
· Voluntary performance: The coaching and mentoring activities need to be self-driven and voluntary participation which is needed in an effective coach and mentor to provide effective coaching and mentoring
· Emotional intelligence: Through using emotional intelligence an effective coach and mentor can drive the participant toward new realization and learning.
· Effective displaying: To coach and mentor effectively integrated displaying ability requires through using tools, models, theories and examples where possible.
· Empathy and encouraging mind: An effective coach and mentor needs to possess empathy and encouraging mind to motivate the participants (Parsloe and Leedham, 2009).
· Analytical ability: To be an effective coach and mentor one need to possess analytical ability to analyse situation and publics.
Applying strategies at an appropriate level
One of the major significances for an effective coach and mentor is adopting with the appropriate strategies to develop oneself as a coach and mentor. Some key strategies are:
· Listening more than speaking: An effective coach and mentor should be listening from people more than speaking, which helps to integrate their thinking with the coaching and mentoring activities.
· Tailoring coaching and mentoring for all learning: Different learning serves different purposes and an effective coach or mentor should tailor or structure their coaching and mentoring process in a way of providing different learnings.
· Engaging people to aim higher and solution-based thinking: The good coach or mentor encourage people and make them to aim higher for personal and professional development as well as make them to think to be a solver.
· Publicly parsing, privately correcting: The participants should not be criticized publicly for their wrong which discourage them, and the publicly praising increase encourage them a lot.
· SMART goals and objectives: The goals and objectives of coaching and mentoring should be ensured SMART criteria as are Specific, Measurable, Attainable, Realistic, and Timely.
· Connecting the dots: Connecting the dots refers the strategy of incorporating the all of internal and external facts and issues which are directly and indirectly connected to the coaching and mentoring goals and objectives. 
· Frequently asked questioning: Frequently asked questioning is and effective strategy for a coach and mentor which refers engaging the participants through asking them and making them curious. 
· Focusing on coaching and mentoring not managing: While coaching and mentoring, the coach or mentor should be instructing or guiding the participants rather than managing them (Parsloe and Leedham, 2009).
· Informal sessions and chats: The informal sessions and frequent chats with participants is significantly potential to engaging with them more intensely.
· Incorporating personal aims with coaching and mentoring: The coaching and mentoring processes should incorporate and enlighten the personal aims to ensure more potential outcomes.
· Trust earning and strong connections: One of the major focus of an effective coach and mentor need to be gaining the trust of the participants and making strong connection with them to influence them intensely.













[bookmark: _Toc17055507]Conclusion
Managing the human resources or organizational peoples successfully and effectively is one of the fundamental to presciently attain the goals and objectives. As the increasing number and diversification in business operations and functions introduced distinctive organizational characteristics and business value and phenomenon, so achieving the business success through utilizing the human resources has been made more complex and intriguing (Clutterbuck, 2011). To understand the organizational characteristics and business value and phenomenon, the existence of coaching and mentoring is highly essential. Organization can ensure the organizational success through carrying out the required performances and outcome by the human resources and through coaching and mentoring, organization can provide the appropriate knowledge, skills and information to develop capabilities of its peoples to work presciently and effectively. Moreover, coaching and mentoring is also significant to consider and implement additional issues of modern business perspectives which are required to build up better organizational culture and workplace.
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