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1.0. [bookmark: _Toc134056770]Introduction
According to MacLennan (2017) a crucial component at any workplace is known to be coaching and mentoring. Programs and training created in these areas help employees adapt, grow, learn, and acquire new skills under guidance and supervision of a subject matter expert. Resulting, businesses to create and implement coaching and mentoring programmes following the desired objectives of the company resulting in the career advancement of its employees.
The struggle to attract and retain talent is continouse for certain organisations. This is due to the business being particular about whom it hires, only considering the best candidates, competitors are similarly selective about whose companies they work for, choosing those where it is advantageous to the employer, the mentor, the employees, and the business (Clutterbuck, 2008).
Organisations implement mentoring and coaching programmes to adjust their objectives to the development of their representatives' careers. For example, within the author's line of work, the coaching programme could concentrate on hiring new employees for product development when the association's objective is to launch new products onto the market. Establishing leaders in underperforming areas of the organisation can also help the corporation achieve its hierarchical objectives. In a professional setting, this study challenges if coaching and mentoring are similar. Additionally, aims to evaluate how coaching and mentoring fit within the structure of an organisation including the author's workplace. Ultimately, The goal of the study is to conduct a critical analysis of all relevant components, including the abilities and conduct necessary for valuable coaching and mentoring, as well as the appropriate level of methods.
[bookmark: _Toc134056771]2.0. 	Coaching and Mentoring within an organisational context 
Coaching is a management strategy that aims to maximise an individual's performance, according to Sir John Whitmore, a pioneer in business coaching. As opposed to instructing them, it is assisting their learning. When performed correctly, coaching can aid in increasing employee motivation because it is frequently more inspiring to use your knowledge than to be taught what to do (Milner & Milner, 2018). Coaching strives to improve and maximise performance at work. Although it may also affect a person's characteristics like social interaction or confidence, it concentrates on particular skills and objectives. Procedures usually lasts for a predetermined amount of time or serves as the foundation for an ongoing management approach.  In essence, it is a non-directive development. Coaching focuses on enhancing performance and fostering personal growth. Personal elements may be included, but professional performance is the main focus. Coaching activities also have organisational and personal objectives. It enables the chance to evaluate strengths and potential growth areas. As a result, coaching is a skilled activity that should only be performed by those who have received the appropriate training. This may include line managers and other individuals with coaching expertise (Hayden, 2021). 
In contrast, Koocher & Keith-Spiegel (1998, pp. 12–15), President of American Psychological Association (APA), defines mentoring/mentor as a person with knowledge who can aid in a mentee's career development. A mentor will serve a mentee in two main ways. The career-related function positions the mentor as a coach who offers suggestions to improve the mentee's performance and development in the workplace. The mentor is established as a role model and a support structure for the mentee through the psychosocial function. Both roles offer both overt and covert lessons about both general work-life balance and professional development. In the workplace, mentoring frequently refers to a partnership where a more seasoned employee contributes expertise to help a less seasoned employee advance their career. It uses coaching-related abilities like probing, listening, clarification, and reframing. Mentoring relationships typically last longer than coaching agreements, which is an important distinction. For example, in a succession planning scenario, a regional finance director might receive extensive mentoring from a group-level equivalent to establish a strong strategy for interacting with the board, presenting to analysts, and contesting departmental budgets (Hayden, 2021). Organisations' ability to manage and adapt to change is a consistent challenge for businesses globally. Everybody in the company is continuously impacted by it, and it ultimately determines whether a group will grow or break apart. As a result, the operational environment for present businesses is filled with complex, fiercely competitive, and environmentally sensitive issues. Embrace change that may have an impact on the organisation's internal and external environments in light of ongoing ambiguous and uncertain business environment throughout the world (Garvey et al., 2017). Therefore, several problems can arise from change, such as when employees in a company must work towards goals while also dealing with the consequences of the change. Additionally, individuals in the organisations were helped during the transitional phase to enhance organisational goals and foster growth while addressing issues. These practices are provided in several formats and plans to enable people to support them and speed the achievement of organisational goals, include coaching and mentoring. It has been discovered that coaching can encourage long-lasting organisational change. (Parsloe & Melville Leedham, 2009).  Furthermore, helping and improving the abilities of employees while giving them the chance to achieve their goals and advance their professional careers, organisations that accept or embrace the two disciplines of coaching and mentoring may help them achieve their objectives (Stein et al., 2021). 
According to Garve et al (2017), A person's abilities, knowledge, and capacity for work performance are all developed through the application of coaching and mentoring strategies. Listening, questioning, and clarification are abilities that are needed for both mentoring and coaching, it is challenging to differentiate the both. However, coaching and mentoring are often used interchangeably in practice, contributing to their similarity, It is conceivable that the two phrases will differ from one another. Organisations must occupy their employees' minds and hearts in the current, unpredictable business landscape. Employees establish themselves as an essential component of the organisation while gaining a higher level of ownership through coaching and mentoring. Additionally, it increases employee dedication and retention, assisting an organisation's key goal and ensuring that employees feel focused on completing their work and comprehending the organisation's vision (Denmark & Podsen, 2016).
An instance of coaching at the author's place of employment might be when a person meets with their coach to review their goals and objectives by asking a series of questions without leading them and giving them time to speak to help them reach their own conclusions on what they could do and how they can achieve their true potential.
In contrast, mentoring at work could be whereby the line manager is guiding one of their team members on their training and competency scheme to help them progress further.
[bookmark: _Toc134056772]2.1. The similarities between coaching and mentoring
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[bookmark: _Toc134056773]2.2. Key differences between coaching and mentoring
Kram & Isabella (1985) state whilst both mentoring and coaching share general goal of offering assistance and promoting growth, there are important distinctions between bot methods that make each more appropriate for particular situations. Cronin (2022) explains, although mentors can use tools and abilities that are comparable to those used in tutoring, their interaction with their mentees is unique and fosters an educational partnership. A mentor can be more directive and provide clear guidance in situations when a directive would not normally include a recommendation or assessment while still assisting the individual in finding a solution. Therefore, whereas both originally involved circumstances that were outside the scope of typical learning and development practises, it is now evident that the power of both strategies is fully acknowledged Blakemore (2016). Peer learning is an affiliation and interaction between people who have the same seniority level or who are equivalent, and it can be brought about by either mentoring or coaching. Consequently, Palmer & Blake (2018) state how peer learning opportunities may be structured and formal, like action learning arrays, or informal, such as watching a partner participate in a meeting and then giving them feedback. In contrast to mentoring, coaching focuses on helping individuals to recognise their requirements to advance independently to effectively attain their personal and professional objectives and cope with challenges. It encourages coachees to help them find fresh approaches to problems. Ultimately, according to Coats (2018), this will benefit a business since it empowers employees to make wiser decisions and come up with original solutions to problems on their own rather than always seeking the advice off their managers or supervisors. Supporting this further, George & Clayton (2022) state that coaching can help people improve their leadership and self-management abilities. This can increase confidence and authority, especially viable as a leader or line manager, in part because of the increased awareness of many problems that others will also be looking at the person confront. 
In contrast, Clutterbuck, (2004) states that mentoring often lasts a long time. Numerous mentors are possible. To aid their mentee in development, they impart their expertise and experiences. In comparison to the mentee, a mentor has more experience and education. The wisdom gained from their experiences is shared through mentors. Therefore, mentoring does not require any special training, It can be performed by any member of the team, whether they are a manager, junior, or senior member (Marcinkus Murphy, 2012).  Overall, mentoring is a relationship between two colleagues in which the more talented partner uses their superior knowledge and understanding of the working environment to support the growth of the less skilled partner. In contrast, coaching may help employees develop empathy for others, see the bigger picture more clearly, detect difficulties which have been missed or failed to recognise as important and learn how to collaborate more effectively with others. Although coaching is improper and does not address or provide (Hakro & Mathew, 2020).
[bookmark: _Toc134056774]2.3. Some of the main types of coaching
[bookmark: _Toc134056775]Executive Coaching

According to Feldman & Lankau (2005) regardless of their sector or location, every leader from senior management to a team member can benefit from the accelerated growth provided by a skilled coach. Whitmore (2009) states, In the workplace, executive coaching is one of the most popular and well-known coaching models. It is a competent method to help crucial leaders perform better, help them through major transitions, and provide them with the opportunity to change any behaviours that could be getting in the way. Executive coaching is known to be an effective method for developing senior executives, also known as one on one coaching or performance coaching. Working one-on-one and in a supportive yet challenging manner on objectives and difficulties with a coach may help leaders drastically improve their performance. When Sir John Whitmore, the founder, first introduced the term performance coaching to describe a novel strategy based on The Inner Game in the late 1970s, he essentially invented the executive coaching industry. Executive coaching to a group of executives will boost performance for the organisation by increasing the motivation and dedication of the coached individuals and their teams. Therefore it creates empowerment, and ownership inside the company, assisting teams and people in implementing organisational change successfully, leading to increased efficiency as a result of teams responding with greater agility and cooperation (Grant, 2013).
[bookmark: _Toc134056776]E-Coaching

“E-coaching is a non-hierarchical developmental partnership between two parties separated by a geographical distance, in which the learning and reflection process is conducted by both analogue and virtual means.”  (Ribbers and Waringa (2015, p. 7) Therefore e-coaching sessions would be conducted remotely utilising an online platform, such as Skype, Microsoft Teams, or another platform of the organisation's choosing, rather than face-to-face. The promotion of connection and elevated customer involvement are additional advantages of e-coaching. Coaches and clients may schedule sessions (even brief ones) more frequently, and they can communicate asynchronously or when they are both available during daytime lulls. Additionally, due to its flexibility in terms of scheduling and place, e-coaching works around other professional and personal obligations. Most electronic coaching is asynchronous, which allows the client to answer at a convenient time, excluding any phone calls or video chats. Losing certain nonverbal signs could cause a drawback, but research has proven this is not the case. Customers who use online coaching report feeling less scrutinised or concerned about how they seem and can address the root of the problem more swiftly (Ribbers & Waringa, 2015).
According to Hull & Jeffrey (2015) Internal coaching is becoming popular due to its affordable and scalable alternative due to the difficulties and costs associated with increasing the number of coaching engagements externally. The same potential advantages are offered by internal coaches, who, in some situations, may be just as good as or better than external coaches depending on their level of expertise and training.  The nature of the coaching relationship is directly impacted by the coach's employment position as an inside employee or an outside consultant. Both can be effective, but businesses that decide to develop coaching programmes around internal coaches must be conscious of the risks and difficulties involved. When using internal coaching, concerns with confidentiality,  and sensitive feedback, and/or team boundaries must be addressed. External coaching may be preferable when a certain area of expertise or experience is required such as executive-level management abilities, but an internal coach may perform better when understanding the organisation's history or context and culture is crucial. In contrast, according to (Internal or External Business Coaches? | BCF Group Limited (n.d.) an internal business coach's knowledge and proximity to the people and circumstances are their major weaknesses. A key component of business coaching includes total honesty and transparency between the coach and the coachee, even if it is advantageous in terms of time savings because they do not have to get familiar with everything. A person is more likely to be completely honest with an external coach they perceive as being impartial than they are with a manager they see every day and who may be friendly with the person's coworkers. Although there are conflicting views on whether internal or external coaches are preferable, the author feels having an internal coach is preferable. Currently, an employee has been nominated and trained to be an internal coach to engage in a coaching programme for twelve weeks to undertake a development programme to empower the workforce's coworkers and underline how they can be whatever they want to be. As a result of being a current member of the business, the coach understands the workplace's culture, purpose, and values, allowing them to conduct more fascinating and instructive coaching sessions that correspond with the company's goals. 
[bookmark: _Toc134056777]3.0. The knowledge, skills, attitudes and behaviours needed by an effective workplace coach
According to ICF (2022), coaching is a communication activity, thus it is the coach's responsibility to employ effective questioning methods and techniques to guide the coachee towards the greatest potential future. There are key qualities and core competencies that a coach must possess to perform the position well and achieve their goals and become a successful coach. These competencies include many behaviours, abilities attitudes and skills. These include ethical practice, representing a coaching mindset, and fostering a trust and safe environment for the coachee and being an effective active listener. There are further skills. (For the whole framework, see Appendix 1). According to Potrac et al. (2002), a coach must provide competent ethical practice to ensure that the coachee can speak freely without worrying that their conversations will be revealed to their manager or other parties. Therefore a competent coach should consistently exhibit personal integrity and honesty in all of their interactions. Ultimately, coaches need to be truthful, and attentive to the coachee's values, beliefs, and experiences requiring them to speak in a way that is suitable for the circumstance. Hill (2017) agrees with this and states that contracting is one of the main abilities that a coach has to acquire as it is the foundation for developing trust, confidence, and rapport with the client and establishing an effective coaching relationship. Additionally, Covey (2006) states how effective coaching is built on trust. This is especially true in deep coaching, where the coach will provide their coachees with a safe environment to explore aspects of themselves they might not be aware of. It is impossible to have a genuine, profound relationship if there is no trust. For instance, in my place of employment, our authorised coach always operates in the best interests of the coachee by respecting the coachee's identity and maintaining the secrecy of their coaching sessions to prevent any conflicts of interest. Furthermore, it reassures the coachee that they are free to express themselves and offers them a sense of security, contributing to a development of stronger trust between the coach and the coachee. Starr (2016) states another key skill for a coach is being an active listener. Setting a relaxed atmosphere that allows the coachee the opportunity to think and communicate is one purpose of active listening and being an excellent listener. Give wait time before answering. Never interrupt or try and lead what they are trying to by finishing their conversations for them, or begin planning their response before they have finished. When participating in active listening, be mindful of their attitude and body language. Stay focused and pay attention to the present, look the coachee in the eye, and listen with respect (Center for Creative Leadership, 2021).  Coinciding with the ability to active listen whilst coaching links with a theory created by Nancy Kline. Kline (1998 states the calibre of our initial thought processes determines the calibre of everything we accomplish, how we treat each other when we think affects the quality of our thinking. One of the ten components of a thinking environment, attention, is related to the ability to be a good active listener. Therefore its important the coach gives the coachee their undivided attention while taking an interest in where they will take their ideas. Therefore, respect for others' ideas and curiosity about where they will lead their thoughts, along with the assurance of no interruption, are fundamental components of a thinking environment. Ultimately, paying attention and listening is powerful making a more effective thinking environment . Therefore, listening well to both sides helps to build trust between them. The coach should exhibit empathy for other people to foster psychological safety. Active listening techniques, queries, clarification requests, and the promotion of people sharing their viewpoints all help to create a sense of belonging at work. This is in line with the ethical practice since, by actively listening to the coachees, the coach will be valued more, which will naturally lead to stronger working relationships within continuous mutual agreements (Orth et al., 1987). According to (Bloom et al (2005) another key skill of coaching which links with active listening is having the ability to be non-judgmental when listening to the coachee express themselves. Whitmore (1994), who supports this further, claims a coach's ability to be nonjudgmental is crucial since it promotes openness, welcome, and inquiry. Being non-judgmental is letting go of one's reactions to the coachee's thoughts and experiences and support their experiences. The coach's role is to help the coachees think and gain self-awareness by reflecting on what they have experienced. They will enquire to get an explanation and create an opportunity. The coach should listen and observe to pick up the full spectrum of communication, verbal and non-verbal, which reveals the realities behind the words. Realities of attitude, emotion, reluctance, and anxiety, the coachee brings to the table as they move through their coaching sessions (Neale et al., 2011). Furthermore, adopting a non-judgemental approach when communicating and listening with their coachee also coincides with mindfulness. “Mindfulness is moment-to-moment, non-judgmental awareness.”  (Kabat-Zinn, 2015) The originator of mindfulness, Jon Kabat-Zinn, describes it as the investigation of the present moment's experiences with genuine acceptance and without judgement (Kabat-Zinn, 2015).  As a result, the coach must use a conscious approach when speaking with the coachee. To do this, one must take the time to listen to the coachee and accept their thoughts, feelings, and values even if they diverge from their own without passing judgement or making negative remarks. For instance, recently within my workplace a team leader has been selected to work as an internal coach, for us because they already possess some of the necessary traits of a coach, such as being nonjudgmental, always open to hearing what others have to say, and having the capacity for empathy. They will accept everyone exactly as they are, abstain from casting judgement on their circumstances, and make an effort to understand them emotionally since their attitudes are in harmony.  According to (Non-Directiveness in Coaching. What Is It? And Why Is It So Important? - Become Coaching & Training, (2022) The coach's non-directiveness throughout those coaching talks is another essential coaching skill. In general, non-directiveness is not something you merely learn as a talent. To be less directive in their coaching sessions, coaches should focus on a variety of different abilities and habits. Active listening, for example, is a crucial coaching ability as mentioned already which helps towards non-directiveness. The foundation of transformational coaching is non-directivity. It helps coachees to develop their knowledge of the problems or possibilities they are facing rather than depending just the coache’s recommendations or counsel. In essence, a non-directive approach fosters client confidence, encourages introspection, and enables individuals to grow and change in the manner they see fit. Therefore taking something away from the coachee by telling, making recommendations, or guiding them is wrong. In contrast, a leadership coach Ian Day via a LinkedIn article argues and claims, all effective coaching is directional because the coachee must first identify where they truly want to go, and the conclusion of this process gives the coach the general direction in which to work. Every single question posed by the coach is a deliberate decision that is intended to focus the coachee's attention in a certain direction. Additionally, Ian does not see a difference if the path pursued includes open questions, recommendations, or guidance as long as it leads to the coachee's goal. In contrast, Garvey et al (2017 asserts that non-directiveness in coaching is effective as it helps the coachees to explore their thoughts more deeply while accepting accountability and ownership for their own decisions around the objectives they aim to achieve and realise. Goleman et al (2019) states that Emotional intelligence (EI) is another key skill for coaches to have as it builds relationships and improves performance. Supporting this further, Ibarra & Scoular (2019) states how high performance and exceptional leadership for coaches depend on their capacity to comprehend and control their own emotions as well as those of others (coachees). Additionally, how the performance and trust between the coach and the coachee may be impacted by their actions, behaviours, words, and expressions. Supporting this further Sherman & Freas, (2004) states that for best results, coaches who have developed emotional intelligence are better able to maintain kindness, composure, directness, and respect. Furthermore, high emotional intelligence coaches have superior appreciative listening abilities as well as improved perception. Coache’s will then be seen to be flexible, adaptive, and sensitive to the requirements of each person. Additionally, they can notice and recognise harmful attitudes or behaviours, and to confront them in considerate, non-judgmental ways that promote self-awareness, transformation, and the best outcomes. Ultimately, emotioanl intelligence enables coaches to establish deeper connections with their coachees. To change limiting attitudes, motivate action, and promote achievement, this in turn fosters trust, transparency, collaboration, and confidence (Webb & Leeder, 2021).
[bookmark: _Toc134056778]4.0. A critical assessment on coaching models that should be formally used when coaching
Shah (2018) defines a coaching model as a framework in which a coach may use while coaching someone. This structure consists of a number of stages or pieces. The coaching sessions may be planned and prevent side conversations by having goals for each part or phase. Firstly, A coaching framework called the GROW Model (see appendix b) is a model in which is utilised in meetings, dialogues, and daily leadership to open up possibilities. Sir John Whitmore and associates founded GROW in the late 1980s. Sir John was the originator and the godfather of coaching in the workplace, developing coaching cultures and setting the bar for executive coaching, also for leadership and management training programmes. The GROW model has grown to be the most widely used coaching model in the world for problem-solving, goal-setting, and performance enhancement. The model assists to maximise and sustain personal accomplishment, enjoyment, and productivity (Whitmore, 2011).
[bookmark: _Toc134056779]4.1. The Grow Coaching Model
According to Miller (2020) although there are numerous coaching models, the GROW coaching technique is simple, efficient, and structured. It will help the coachees to identify and create goals during their coaching sessions, overcome challenges along the way, generate ideas, and eventually decide to take significant action to reach their goals. The abbreviation "Grow" means G – Goal, R – Current reality, O – Options or obstacles and W – Will as seen in (appendix b).  Whitmore (2011) states that GROW coaching abilities unlock potential and boost output by boosting self-assurance and inspiration. Effective questions that are thoughtfully crafted encourage increased accountability and deeper awareness, which leads to actionable activities to reach objectives and solve challenges. In the end, it has been seen that the GROW Model results in increased productivity, better communication, better interpersonal connections, and a higher standard working environment. Esslemont (2022) supports this model and states that this model enables the coachee to assume responsibilities while still receiving assistance. In a role as a coach, following this framework, they assist the coachees in determining for themselves identifying what is effective and what needs to change, fostering more awareness and accountability. Fundamentally, this approach holds other people accountable for carrying out the tasks they have set for themselves. This is far more successful than having them just try and eventually forget what they were instructed to do. Coachees can gain confidence and competence in their abilities to solve their difficulties with the help of a qualified coach. Providing evidence for the model's aims (Goal) section, Helping a coachee recognise their abilities and align them with their goals is a beneficial exercise. Goals act as anchors for optimism, according to Oettingen and Gollwitzer (2002). Additionally, the more closely one's core values align with the efforts being made to achieve one's goals, the more actively one's participation in those actions will be encouraged. In the end, this indicates that coachees who are more engaged are more likely to deliver greater results (Robison & Gandhi, 2019). Regarding the reality component of the paradigm, this is consistent with the Broaden-and-build hypothesis (Fredrickson, 2001), which states fostering more positive feelings in coachees, they can become more open to possibilities. The coach might encourage the coachee's mind to become more relaxed by questioning the client on what is doing well. Giving the coachees unconditional appreciation and respect enables them a chance to consider their viewpoints. The author's research finds Somers (2019) contends and states any coach who employs the GROW model as a foundation for coaching is a fool because they believe it is more than just a series of questions. They also state how the model may be found to be challenging to move nimbly through a coaching dialogue if you rely too heavily on GROW. A coaching manager may confidently pose a question intended to produce an alternative, only to discover that their coachee again, for want of a better term revisits their goals or discovers something new about the reality of their position. Additionally, the idea of GROW coaching may lead some to feel that coaching consists solely of asking questions, although this is untrue. Importantly, the coach needs to actively listen to their coachees' responses, which entails paying attention rather than just skimming the handout to figure out what to ask next. Watching the coachee as they respond is typically beneficial. Examine whether their actions and words are consistent with their body language, for example. In the rush to ask the next GROW question, it may be easy to overlook pauses and silences, which are frequently signs that a coachee is on the verge of making a significant intellectual breakthrough. Ultimately he suggests that it is doubtful that a cursory glance through GROW was sufficient resulting in the coachee not finding this experience beneficial causing jeopardised efforts to make coaching a regular event and a part of the corporate culture. The author's research employed a case study from IKEA, demonstrating how coaching is used to professional growth. The development of an internal programme that trained managers and leaders to inspire and engage people to be attuned to their corporate purposes and visions while utilising the GROW framework has been considered as a way for organisations to align their goals and objectives. This has proven to attribute to productivity and growth (Ikea Case Study on Performance Management Coaching, n.d.). The author recognises these traits to be beneficial within his own organisation, whereby the hierarchy structure dictates coaching methodologies used to progress into senior roles. Moreover, the author sees it is not simultaneous with smaller organisations such as window cleaning and car washing (Lawrence, 2015).  Another coaching model similar to the GROW framework is the CLEAR model (see appendix b), Instead than establishing a longer-term objective for change, CLEAR focuses on a behavioural adjustments. The CLEAR model emphasises continuing coaching sessions to review behavioural improvements. In contrast, GROW concentrates on goal-setting, action-planning, and routine goal-reviewing. Therefore as it places a stronger emphasis on motivations and behaviours than the GROW model, the CLEAR model is less formed. GROW pushes fast from objective to action. Contrarily, CLEAR nudges the coach to take it slower and consider the reasons at play. The CLEAR paradigm is clearer than GROW on the necessity of developing a listening mentality (Hawkins, 2021). The top business executives of my firm, however, like the GROW model's simplicity and adaptability, as well as how well it supports staff members' personal growth 
[bookmark: _Toc134056780]5.0. Implementiong a Coaching Culture
An organisation's ability to be agile, resilient, diverse, and future-proofed is made possible by having a coaching culture, according to research by International Coaching Federation. 65% of employees report being highly engaged, and 60% of organisations reported financial performance above average compared to peers (ICF 2022).  Ultimately, a coaching culture enhances capability as well as capacity. The finest investment a company will ever make in creating a coaching culture is a leader who receives coaching supervision from knowledgeable supervising coaches. This is underpinned by a statement made by Peter Hawkins, a professor of Leadership at a Henley Business School University of Reading UK, also Emeritus Chairman of Bath Consultancy Group, he states attend to improving the quality of their coaching, grow their coaching capacity and support themselves and their practice (theleadershipcoaches, 2022). Therefore, supervision fosters internal coaching, encourages coaching practise, improves organisational learning, ensures coaching standards, and establishes credibility. To ensure the programme works effectively by monitoring coaching interventions and identifying areas on how the coaching experiences can become better and more suitable for the coachees, my organisation currently works with an organisation called We Are Beyond. This organisation facilitates training for our internal coaches and supervises the programme of it with our learning development team. In conclusion, coaching has only lately gained popularity inside our business due to a strong emphasis on our people and their growth.
[bookmark: _Toc134056781]6.0. Conclusion
In conclusion of this report, it has been identified, although coaching and mentoring positions are similar due to both relying on one-on-one engagement, responsibility, assistance with development of an employee's abilities and course of action. Furthermore, developing an organisation's people resources requires both mentoring and coaching. There are important distinctions between both roles when it comes to coaching, whether it be an internal coach who already works for the company or an external coach who has been hired specifically to deliver coaching programmes to the staff, offering a formal, concise, and more specialised structured mutual agreement to help employees reach their full potential. However, mentoring has been found to be a generalised role carried out by an employee's manager or senior because there is a longer-term commitment with directiveness being provided as opposed to leaving the coachee with the majority of the responsibility. After that, the study shifts its attention to coaching and discusses the essential traits and skills a coach needs to possess using data from the International Coaching Federation (ICF 2022). Furthermore, using a model adds value, structure, and a clear path to follow when conducting coaching interventions is best practice when implementing coaching within the workforce. There are several models from which to choose, but the author has specifically chosen the GROW model because of its efficacy and the impact it has already had on their own workforce, even if this paper also covers some findings on the CLEAR model.  It has been found a coaching culture is another important element the organisation should adopt, along with a supervision process to ensure the coaches are being supervised over in their roles to ensure they are fulfilling their responsibilities to ensure coaching interventions are effective and serving their intended purpose. Ultimately, the coaching culture and supervision must be maintained and cared for to ensure successful results are produced. 











[bookmark: _Toc134056782]References

Bozer, G., Joo, B.-K., & Santora, J. C. (2015). Executive coaching: Does coach-coachee matching based on similarity really matter? Consulting Psychology Journal: Practice and Research, 67(3), 218–233. https://doi.org/10.1037/cpb0000044

Blakemore, R. (2016). Coaching vs mentoring - why the difference matters. Apm.org.uk. https://www.apm.org.uk/blog/coaching-vs-mentoring-why-the-difference-matters/ 

Bluckert, P. (2005). The similarities and differences between coaching and therapy. Industrial and Commercial Training, 37(2), 91–96. https://doi.org/10.1108/00197850510584241 

Bradberry, T., & Greaves, J. (2009). Emotional intelligence 2.0. Talentsmart. 

Center for Creative Leadership. (2021). Use Active Listening Skills When Coaching Others. Center for Creative Leadership. https://www.ccl.org/articles/leading-effectively-articles/coaching-others-use-active-listening-skills/ 

Cherniss, C., & Adler, M. (2000). Promoting emotional intelligence in organizations: make training in emotional intelligence effective. Astd.  

Clutterbuck, D. (2004). Everyone needs a mentor. London: Chartered Institute Of Personnel And Development. 

Clutterbuck, D. (2008). What’s happening in coaching and mentoring? And what is the difference between them? Development and Learning in Organizations: An International Journal, 22(4), 8–10. https://doi.org/10.1108/14777280810886364 

Coats, C. H. (2018). Council Post: How To Have Coaching Conversations That Ignite And Engage People. Forbes. Retrieved April 17, 2023, from https://www.forbes.com/sites/forbescoachescouncil/2018/04/16/how-to-have-coaching-conversations-that-ignite-and-engage-people/?sh=596138471c95

CLEAR Coaching Model Gets Results in Real Time. (2022, February 21). Coach4Growth. https://www.coach4growth.com/coaching-skills/coaching-models/clear-coaching-model/ 

Cronin, N. (2022, February 9). Coaching and Mentoring: What’s the Difference? Guider. https://guider-ai.com/blog/the-difference-between-coaching-and-mentoring/

Covey, S.M.R. (2006). The speed of trust : why trust is the ultimate determinate of success or failure in your relationships, career and life. London: Simon & Schuster. 

Denmark, V., & Podsen, I. J. (2016). Coaching and Mentoring First-year and Student Teachers. Routledge

Directive vs non-directive coaching - a compass or an arrow? Parts and 1and 2. (n.d.). Www.linkedin.com. https://www.linkedin.com/pulse/like-compass-arrow-directive-versus-non-directive-coaching-ian-day 

Esslemont, A. (2022, October 1). GROW your approach to coaching - empower your team. The Management Centre. https://www.managementcentre.co.uk/blog/grow-coaching-approach/#:~:text=It%20allows%20the%20coachee%20to%20take%20responsibility%20%28while

Feldman, D. C., & Lankau, M. J. (2005). Executive Coaching: A Review and Agenda for Future Research. Journal of Management, 31(6), 829–848. https://doi.org/10.1177/0149206305279599

Garvey, B., Stokes, P., & Megginson, D. (2017). Coaching and mentoring : theory and practice. Sage Publications Ltd. 

George, B., & Clayton, Z. (2022, October 6). Successful Leaders Are Great Coaches. Harvard Business Review. https://hbr.org/2022/10/successful-leaders-are-great-coaches

Goleman, D., Boyatzis, R. E., & McKee, A. (2019, March 19). Primal Leadership: The Hidden Driver of Great Performance. Harvard Business Review. https://hbr.org/2001/12/primal-leadership-the-hidden-driver-of-great-performance
 
Grant, A. M. (2013). The Efficacy of Executive Coaching in Times of Organisational Change. Journal of Change Management, 14(2), 258–280. https://doi.org/10.1080/14697017.2013.805159 

Hakro, A. N., & Mathew, P. (2020). Coaching and mentoring in higher education institutions: a case study in Oman. International Journal of Mentoring and Coaching in Education, 9(3), 307–322. https://doi.org/10.1108/ijmce-05-2019-0060 

Hayden, D. (2021, August 3). Coaching and Mentoring | Factsheets | CIPD. CIPD. https://www.cipd.co.uk/knowledge/fundamentals/people/development/coaching-mentoring-factsheet

Hawkins, P. (2021). Leadership Team Coaching: Developing Collective Transformational Leadership. In Google Books. Kogan Page Publishers. https://books.google.co.uk/books?id=1xgwEAAAQBAJ&printsec=frontcover&source=gbs_ge_summary_r&cad=0#v=onepage&q&f=false

Hill, M. (2017, December 22). Coaching & Mentoring Confidentiality. British School of Coaching. https://www.britishschoolofcoaching.com/coaching-mentoring-confidentiality/ 

Hull, & Jeffrey. (2015, June 8). Internal vs External Coaching. Institute of Coaching. https://instituteofcoaching.org/resources/internal-vs-external-coaching

Ibarra, H., & Scoular, A. (2019, November). The Leader as Coach. Harvard Business Review; Harvard Business Review. https://hbr.org/2019/11/the-leader-as-coach 


Internal or External Business Coach? | BCF Group Limited. (n.d.). Www.thebcfgroup.co.uk. https://www.thebcfgroup.co.uk/business-coaching/articles/internal-or-external-business-coach.php

ICF. (2022). The Gold Standard in Coaching | ICF - Core Competencies. International Coaching Federation. https://coachingfederation.org/credentials-and-standards/core-competencies

Ikea Case Study On Performance Management Coaching. (n.d.). Performance Consultants. https://www.performanceconsultants.com/performance-management-coaching-ikea-case-study

Kabat-Zinn, J. (2015). Mindfulness. Mindfulness, 6(6), 1481–1483. https://doi.org/10.1007/s12671-015-0456-x

Koocher, G. P., & Keith-Spiegel, P. (1998). Ethics in psychology : professional standards and cases (2nd ed., pp. 12–15). Oxford University Press.

Kline, N. (1998) Time to Think: Listening to Ignite the Human Mind, London, Cassell

Kram, K. E., & Isabella, L. A. (1985). Mentoring Alternatives: The Role of Peer Relationships in Career Development. Academy of Management Journal, 28(1), 110–132. https://doi.org/10.5465/256064

Lawrence, P. (2015). Building a coaching culture in a small Australian multinational organisation. Coaching: An International Journal of Theory, Research and Practice, 8(1), 53–60. https://doi.org/10.1080/17521882.2015.1006649 

MacLennan, N. (2017). Coaching and Mentoring. https://doi.org/10.4324/9781315260051


Marcinkus Murphy, W. (2012). Reverse mentoring at work: Fostering cross-generational learning and developing millennial leaders. Human Resource Management, 51(4), 549–573. https://doi.org/10.1002/hrm.21489

Miller, K. (2020, April 3). What Is the GROW Coaching Model? PositivePsychology.com. https://positivepsychology.com/grow-coaching-model/ 

Milner, J., & Milner, T. (2018, November 7). Most Managers Don’t Know How to Coach People. But They Can Learn. Harvard Business Review. https://hbr.org/2018/08/most-managers-dont-know-how-to-coach-people-but-they-can-learn

Neale, S., Spencer-Arnell, L., & Wilson, L. (2011). Emotional intelligence coaching : improving performance for leaders, coaches and the individual. Kogan Page. 

Non-Directiveness in Coaching. What actually is it? And Why is it so Important? - Become Coaching & Training. (2022, June 13). https://www.tobecome.org/articles/non-directiveness-in-coaching-what-actually-is-it-and-why-is-it-so-important/ 

Oettingen, G., & Gollwitzer, P. M. (2002). Turning hope thoughts into goal-directed behavior. Psychological Inquiry, 13(4), 304-307.

Orth, C. D., Wilkinson, H. E., & Benfari, R. C. (1987). The manager’s role as coach and mentor. Organizational Dynamics, 15(4), 66–74. https://doi.org/10.1016/0090-2616(87)900453

Palmer, K., & Blake, D. (2018, November 8). How to Help Your Employees Learn from Each Other. Harvard Business Review. https://hbr.org/2018/11/how-to-help-your-employees-learn-from-each-other 

Parsloe, E., & Melville Leedham. (2009). Coaching and mentoring : practical methods to improve learning. Kogan Page. 

Potrac, P., Jones, R., & Armour, K. (2002). “It’s All About Getting Respect”: The Coaching Behaviors of an Expert English Soccer Coach. Sport, Education and Society, 7(2), 183–202. https://doi.org/10.1080/1357332022000018869

Ribbers, A., & Waringa, A. (2015). E-coaching : theory and practice for a new online approach to coaching. Routledge.

Robison, J. & Gandhi, R. (2019, March 13). Make engagement central to culture and reap the rewards. Gallup. Retrieved from https://www.gallup.com/workplace/247493/engagement-central-culture-reap-rewards.aspx
 
Shah, N. (2018, January 20). What is Coaching and Coaching Models? - Complete Guide. ICHARS. https://instituteofclinicalhypnosis.com/psychotherapy-coaching/what-is-coaching-and-coaching-models/#:~:text=A%20coaching%20model%20is%20a%20framework%3B%20it%E2%80%99s%20the 

Sherman, S., & Freas, A. (2004, November 1). The Wild West of Executive Coaching. Harvard Business Review. https://hbr.org/2004/11/the-wild-west-of-executive-coaching

Somers, M. (2019, December 11). Coaching: why it might be time to ditch the GROW model. TrainingZone. https://www.trainingzone.co.uk/deliver/coaching/coaching-why-it-might-be-time-to-ditch-the-grow-model 


Starr, J. (2016). The coaching manual : the definitive guide to the process, principles and skills of personal coaching (4th ed.). Pearson Education. 

Stein, D., Hobson, N., Jachimowicz, J. M., & Whillans, A. (2021, October 13). How Companies Can Improve Employee Engagement Right Now. Harvard Business Review. https://hbr.org/2021/10/how-companies-can-improve-employee-engagement-right-now

theleadershipcoaches. (2022, August 24). 5 Ways To Enhance Coaching Culture Within the Organisation. TLC. https://www.theleadershipcoaches.co.uk/post/5-ways-to-enhance-coaching-culture-within-the-organisation#:~:text=As%20we%20explore%20five%20ways%20to%20enhance%20coaching

Webb, K., & Leeder, T. M. (2021). Dispositions and coaching theories: understanding the impact of coach education on novice coaches’ learning. Sport, Education and Society, 1–14. https://doi.org/10.1080/13573322.2021.1887846 

Whitmore, J. (2009). Coaching for performance : growing people, performance and purpose. Nicholas Brealey Publishing.

Whitmore, J. (1994). Coaching for performance : a practical guide to growing your own skills. Pfeiffer & Co. By Arrangement With N. Brealy Publ. 

Whitmore, J. (2011). Grow Model | Sir John Whitmore’s Grow Coaching Model Framework - Performance Consultants. Performance Consultants. https://www.performanceconsultants.com/grow-model 

www.virtual-college.co.uk. (n.d.). What is the Difference Between Coaching and Mentoring? | Virtual College. [online] Available at: https://www.virtual-college.co.uk/resources/difference-between-coaching-and-mentoring.






















[bookmark: _Toc134056783]Appendix A

The ICF Core Competencies below were created to help people have a better grasp of the skills and methodologies employed in today's coaching profession. According to the International Coach Federation, coaching is a collaborative process that encourages and motivates individuals (coachees) to maximise their personal and professional potential (ICF, 2022).
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According to Khan  and Minbashian (2017),  Goleman in popularizing  EI indicated that  an individual’s EI is  not inherently permanent  or developed 
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