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[bookmark: _Toc456901515][bookmark: _Toc133659571]Introduction 
The report will undertake a review of current mechanisms and frameworks that can assist Mentoring and Coaching within an organisation, exploring the multifaceted components that achieve successful outcomes. Furthermore, it will focus on Coaching intervention identifying frameworks and models reinforce best practice, outline contractual obligations mitigating personal, conflict and contractual risk. Further scrutinising a model to support Coaching and its effectiveness.
[bookmark: _Toc133659572]1.0 Explain the similarities and differences of coaching and mentoring within an organisational context.
[bookmark: _Toc133659573]1.1 Concept of coaching and mentoring in an organisation
According to Lord et al (2008) coaching is an enablement process to aid learning and development for individual’s development. Whilst Ganser (2006) implies mentoring is a tool of significant importance in the acquisition of management skills and staff development. All bear a true reflection within the context of an organisation by way of both contributing to improving staff to develop the appropriate work-related skills. (Lord et al, 2008, Gay,1995 & Ganser,2006) 
[bookmark: _Toc133659574]1.2 Mentoring
[bookmark: _Hlk129633570]Mentoring is a collaboration between mentor and mentee, accentuated by Scandura, Gavin and Williams (2009) iterating the contribution mentoring brings on career development and advancement for both mentor and mentee, can upskill and create opportunities of advancement. (Scandura, Gavin and Williams 2009). Clutterbuck et al (1999) focuses on the mentor’s experience and the ability to impart knowledge and skills onto the lessor experienced mentee, which can create a trusting relationship and a valuable support mechanism in their developmental growth. (Clutterbuck & Megginson, 1999)
Within an organisational context, mentoring can be utilised as a career advancement tool for staff, potentially leading to building the employees’ self-confidence and ability to perform tasks confidently within a team. (Monaghan & Lunt, 1992) However, as stated by Donavan (1990) from a professional perspective, is seen as a short-term interaction. Perceived by way of a transition into full understanding the role they were employed to do or wish to develop and become. (Donovan, 1990) Interpreted within the authors organisation, whereby a mentor supports a mentee to assert their skills, refine and develop to achieve higher positions within an organisation due to its hierarchal structure.
A mentor supports an individual within an organisation in many different contexts, predominantly an underlying current of career advancement as indicated in figure 1.
[image: ]
Figure 1 Source - The Top 5 Workplace Mentoring Program Types | Chronus (2017)
The table illustrates the relevance of coaching programmes and their adaptability within organisations. Highlighting components that contribute to advance career development, resulting in benefiting individuals and organisations workforce development and growth. (The Top 5 Workplace Mentoring Program Types | Chronus, 2017) Underpinning several conceptual uses, is also upskilling in addition to career development. Both of which can support a mentee do obtain the practical application of skillset to support transition to as a new job role, progression within the organisation or to develop future leaders. Poulsen (2013) asserts that both Human Resource Management Teams and Managers use mentoring programmes, not as a knowledge transfer tool, but to enhance individuals and organisations learning capacity. (Poulsen 2013)
Various organisational sectors, use mentoring in completely different context. Within civil service it is recognised as a contract mentor, establishing from the outset its relation to a short-term intervention. In academia it is classed as a long-term individual sponsorship Blackburn et al.  (1981), asserts “Within the academic professions mentorship most often occurs in the informal but special sponsorship that a graduate student receives from a senior professor during graduate school”. (Blackburn et al.  1981) 
Ritchie and Genoni’s (1999) assert that mentoring is an immediate remedial action to supporting an individuals need for development. (Ritchie and Genoni’s 1999). Clutterbuck (2004) reports a business case from both employers, who see increases in retention rates and mentee’s identifying outcome-based results following mentoring interventions. Such as development outcomes – increasing knowledge and technical competency; career outcomes – in full or part in achieving career success; enabling outcomes – thus identifying development plans and influencers and emotional outcomes – altruistic satisfaction, increased confidence and a reflective view of intellectual challenges. (Clutterbuck, 2004)
In summation and agreement, there is validity to the introduction of mentoring within an organisation that can be advantageous to both the organisation, in relation to increased skillset, staff retention and inward development that aids in the organisational performance and productivity. Additionally, to the mentee by way of addressing barriers and challenges, the acquisition of new capabilities and knowledge improvement that supports career advancement. However, there is cause to be sceptical of all mentoring programmes, Scandura, T. A. (1998) identifies that mentoring programmes can fail through the lack of equipped experienced mentors and can create a dysfunctional approach, therefore, it is imperative that organisation ensure there is parity between the mentor and mentee. (Scandura, T. A. 1998) 
[bookmark: _Toc133659575]1.3 Coaching
Flaherty, J. (2006) claims coaching is a method of evoking excellence, encouraging and facilitating a change dynamic within the Coachee by way of establishing a development framework that has a focussed approach on the individual’s goals and developing instinctive behaviour. (Flaherty, J. 2006) 
[bookmark: _Hlk132477876]O’Shaughnessy (2001) accentuated that senior levels need to undertake a change of thought to mitigate continuous sea of change (O'Shaughnessy 2001) whereby coaching can offer a solution to equip managers to explore the nature and consequence of change. A conduction of a survey by O'Shaughnessy resulted in his opinion that coaching within his organisation was a major contributor to the organisations competitiveness and assigns it to being an effective influential strategic tool for all organisations. 
[bookmark: _Hlk133656624][bookmark: _Hlk132554388]Chapman et al (2003) asserts coaching offers an experiential learning platform, encouraging feedback to undertake sensemaking decisions. Unlike alternative interventions coaching resists temptation of telling individuals what to do, on the contrary, it assists and facilitates the individual to ascertain solutions to challenges. (Thach, 2002) Additionally, Taylor (1999, p. 534) discovered that “each person makes sense of the changes in terms of their role within the organization”. (Taylor’ 1999, p. 534).   Weick (1993) suggests that through ambiguous situations people engage in sensemaking to gain clarity and understanding from a confusion experienced as a result of too many interpretations. Weick (1993)
Greater demands on managers through societal changes challenges performance results (Woolf et al. 1912). The author signifies, this accentuates the need for reflective intervention that can equip individuals with tools to mitigate risk and adapt quickly to a change environment. Undertaking coaching can identify solutions in preparation to deploy within transformational change methodologies. An example of this was during the pandemic, when there was an immediate change requisite within the education sector to deliver learning. Coaching in advance, had this been possible, would have prepared managers to have identified solutions and implement Lewin’s Change Management Model (1952)
[bookmark: _Toc133659576]1.4 Similarities, differences and overlapping characteristics.
Clutterbuck (2008) argues that coaching and mentoring has always been intended for different uses. Traditionally supporting relationships for different purposes and in fact for different people within an organisation. Furthermore, asserts, there is a distinct conceptual lack of clarity in the purposes of mentoring and coaching. Identifying clear boundaries between the individuals and practitioner is a vital commodity to define boundaries. (Clutterbuck 2008) An introduction of a coaching contract outlaying the role of practitioner and Coachee will aid in the balance of an organisational sponsor’s interest in addition to outlining purpose and shape, therefore building clarity and trust within its objective. (Passmore et al., 2012) Within Gower College, this is not provided and is merely an external exchange by way of invoice for the Consultant Coach. Contrary to Clutterbuck’s inference, which leaves Coachee’s exposed and vulnerable to changes in direction. Gower College would benefit from the introduction of contracts.
With that said, the author sees there is clear evidence of overlapping characteristics, however, each play a different role. Coaching is established as a non-directive role, whereas mentoring can at times offer guidance and advice. (Downey, 2003) Both are also known to be iterated as push and pull mechanisms. Mentors will push a mentee to solve problems in a directive manner, whereas a Coach will ‘pull’ an individual into solving their own problems in a non-directive manner, identified originally by Nevitt Sanford during his research and subsequently further developed by Daloz. The matrix suggests optimal performance occurs when a balance ratio between levels happens.  Sanford, N. (1966). 
[image: A picture containing chart

Description automatically generated]
Figure 2.   Source – Sanford, N. (1966). Self and society. 
Appendix A identifies the crossover features as outlined by Downey (2003) that sometimes cloud the decision of which is best suited to support an individual’s career development, as similar traits and questions can be seen across both mentoring and coaching. It can be argued, it is paramount that one establishes the correct intervention for an individual by identifying their need, aspirations and goals, through internal mechanisms, such as appraisals, 1:1 and performance reviews to determine weaknesses, career goals and ambitions of employees within an organisation. Moreover, that they are aligned to organisational needs and strategic vision, values and beliefs. Undertaken within the authors workplace through appraisals biannually to align to company aim and vision.
In essence, coaching and mentoring are both development support mechanisms which Stokes et al (2002) asserts differ through its discourse. (Appendix B) Mentoring pathway predominantly growth and learning orientation, in contrast to Coaching, more formal focussing on performance. (Stokes et al 2002)
Research identifies in argument, mentoring has two approaches formal and informal, indicating that informal may occasionally be stronger in its intervention. Informal mentoring can manifest and synthesise naturally from a relationship in social, professional, and family circumstance, whereby, two people gain comprehension, understanding, wisdom and knowledge through friendship and support. In difference to that of a more formal approach within an organisation. (Inzer et al 2005) In agreement, the author recognises this and uses a “buddy” informal mentoring approach when new employees start, creating a trusting relationship from the offset and a peer mentor support. A more formal approach is taken when it is an intervention used for senior positions.
Coaching has a structured approach, and offers a more scalable, sustainable and robust approach steering organisational change, strategic development in pursuit of personal and professional performance not withstanding individual career goals. Indicators identify early intervention raises retention, productivity, engagement and performance by 17%. (Rock, D. and Donde, R. 2008)
Riddle (2015) assert organisations business strategy needs to align with leadership strategy establishing capability to drive competitive advantage. Furthermore asserting, the need to identify stakeholder requirements, macro environments and aligning with that of individuals personal goals, ensuring that the business cases align before coaching intervention. (Riddle, 2015) Arguably, it is therefore wise for an organisation to be cautious in attributing external costs for coaching if not aligned with their own aims and objectives.
[bookmark: _Toc133659577]1.5 Conclusion
Results of the research evidence importance for interventions to support career development through both mentoring and coaching within an organisation. However, precise understanding of individuals development needs, personal goals and organisational direction need to be scrutinised and established to ensure there is compatibility and alignment within that of the business strategy. Establishing that it not merely a one-way directive to further someone’s career pathway, i.e., giving them the expertise to secure a role elsewhere. Cost to a company in interventions such as Coaching can impact on financial budgets, undertaking clauses within funding of training interventions for individuals could stipulate, for example investment will result in a two-year statutory retention or repayment of intervention cost should a role be executed elsewhere, can moderate risk and deter the loss of investment and retain skills, knowledge and technical ability. 

[bookmark: _Toc133659578]2.0 Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace coach or mentor.
[bookmark: _Toc133659579]2.1 Coaching  
This section of the report will focus predominantly on Coaching.
[bookmark: _Toc133659580]2.2 Knowledge, attitudes and behaviour skills
[bookmark: _Hlk132820718]Building on from research by Stokes et al’s perception (Appendix B) the contextual elements which are formed within the discourse, are not neutral but are agentic and in the power control of mentor and coach. Playing an active role in the way mentoring and coaching techniques are used and adapted is likely to shape which and how coaching or mentoring behaviours are used and clearly contribute to the relationship, formality and individuals need which clarifies the pathway of intervention. (Stokes et al 2002)
[bookmark: _Hlk132821475]Whilst there are identified joint competencies such as skills, communication and facilitation, Hall, Otazo, & Hollenbeck (1999) characterized a list of coaching behaviours to support a coachee, in which it also highlights areas which were found to be unhelpful. (Hall, Otazo, & Hollenbeck 1999) (Appendix C) Further research undertaken and explored by the author, shows several studies identify how behaviours are observed by Coachees’ in contribution to positive outcomes. (Passmore, 2006) Although previously acknowledged in coaching literature, were not supported evidentially, including the use of collaborative style coaching, discursive in opposition to instructive behaviour, authenticity and integrity. (Gonzalez, 2004; Hall, Otazo, & Hollenbeck, 1999) Furthermore, Jones & Spooner assert a coach need confidence in own abilities and abide by confidentiality. (Jones & Spooner 2006) An example of this would be alignment of specific skillset, knowledge and experience in a Coach, that asserts confidence and understanding of topic, reassuring ability to develop and grow Coachee’s trust.
Coaching is “a process that enables learning and development to occur and thus performance to improve.  To be successful a coach requires a knowledge and understanding of process as well as the variety of styles, skills and techniques that are appropriate to the context in which the coaching takes place” (Parsloe, 1999).  Which the author believes is a valid statement, as understanding the correct process is equally as important as all the afore mentioned skills to ensure successful outcomes for both the Coach and Coachee.
Substantial work has been undertaken by experts for the European Mentoring and Coaching Council (EMCC), to define and develop a competency framework, which expanded past the commonalities, to further include understanding of leadership and management in addition to domain and sector knowledge. The author agrees these additional competencies can enhance knowledge transfer, deliver additional value raising perceived value by the Coachee. (EMCC 2005) This can be identified within the authors own workplace in Academia, whereby, there are sector specific technical skills needed such as mechanical engineering, not all coaches would necessarily possess the technical skills to support individuals to achieve potential goals, career development or challenge solutions. The addition of sector or domain knowledge will enhance the Coachee’s journey. The author’s viewpoint is also resonant with Passmore (2006) noting Coachee’s value placed on this, attributing and sharing in coaching sessions mutual understanding of the issue (Passmore, 2006). Additionally supported in claim by Michalak (1981) who observed coaching activities by managers are essential to the transfer and application of skills learned in the classroom to the work situation. (Michalak 1981)
Additional research recognises Hancox et al’s (2010) six core coaching skills. (Appendix D), illustrating self-awareness and energy management in recognition of understanding body language and response to situational circumstance. Open listening – whereby a coach must ignore personal prejudice or supposition, discarding personal choices but homing into that of the Coachee’s, to meet solutions.  Curious questioning – aids in the understanding of others values and beliefs, creating an understanding of alternate opinions; Appreciative discovery – gives opportunity to highlight and recognise strengths, knowledge and talent which motivate aspirations; Catalytic feedback – operates to assure and affirm goal setting, increasing positive outcome results and heightened engagement – linked to feedback and continued review of achievements, goals and outcomes. (Hancox et al 2010)     
In concurrence with Hancox et al, it is the authors belief that the six components raise self-awareness, will identify weaknesses and strengths if regularly reviewed, however, also recognises measures that need to be undertaken by the Coach non-judgementally to ascertain solution bases are defined by the Coachee. Beneficially, open conversations and open-ended questions, give further insight into the Coachee’s desire of goals to achieve, and can lead to resolution of problems.
“Coaching is the process whereby one individual helps another; to unlock their natural ability; to perform, learn and achieve; to increase awareness of factors which determine performance; to increase their sense of self responsibility and ownership of their performance; to self-coach; to identify and remove internal barriers to achievement”.  (MacLennan 1999).  As stated by MacLennan, the ability to recognise the coachee’s self-awareness, self-responsibility and aptitude to self-coach creates a solid foundation to set desired goals raising cognisance of the Coachee’s abilities. Self-image equally contributes to levels of confidence in setting goals. (Jennifer Crocker and Amy Canevello , 2012)
[bookmark: _Hlk132917072]Luft and Ingham (1955) established a psychological tool, The Jahari Window, applied to understand behaviour, empathy and interpersonal and collaborative development and is widely used within Coaching. Effectively a survey, defining others perception of the individual also considering self-perception. Contextually comprising of disclosing one’s own opinion of self and that of others, its intricate components reveal areas that are known, however more interestingly is that which are unknown. Crossover is introduced in a shared perception. The author feels this can have a negative effect in relation to self-esteem, create negativity and inhibit progression. Negative results in some areas may have an opposing effect, in lowering self-esteem as negative comments may be difficult to hear, causing an adverse reaction for areas to build on. However, it is worth noting, that if accepted and wider benefits understood, as coaching is undertaken the responses will vary and improve. (Luft and Ingham 1955) Within the authors workplace, this occurs occasionally, when Managers feedback from meetings with criticism in service delivery for their team, which causes an immediate knee jerk reaction from the team, instead of a weakness to overcome and resolve.
[image: ]
Figure 2 – The Jahari Window (Mind Tools, 2022)
Expectation between Coachee and Coach are open to be challenged in the activity, identifying areas needing support and that to be supported. The author identifies this in the table below, constructed and adapted from for the purpose of this report, showing example factors that are introduced through discourse, structuring the importance of high support and low support areas. In general, and throughout the course of the coaching, it is agreed these quadrants will adapt and change through delivery as it progresses and aptitude to develop increases and knowledge is obtained.  It is therefore imperative that the Coach has the necessary skillset to undertake diversion, and understandably, the result of such consequential behaviour.
[image: ]
Figure 3 -Source adapted from theleadershipcoaches. Leading With Support and Challenge. (2020, August 24). 
[bookmark: _Toc133659581]2.3 Ethics and culture of coaching
Bond (2015) asserts “The core focus of professional ethics is the application of a set of values that dictate ethical professional conduct and constitute an integral part of professional identity” (Bond 2015). Additionally, Brennan and Wildflower (2011) also assert “in the nature of being a professional that one functions with a particular level of consciousness of the effect of one’s behaviour” (Brennan and Wildflower 2011).
Significant membership bodies have developed framework and instrumented codes of professional standards and constructive guidelines/rules to ensure ethical standards, best practice and to mitigate any disparity through equality and diversity. 2016 saw a collaboration between European Mentoring and Coaching Council (EMCC) and the Association of Coaching creating a ‘Global Code of Ethics.’ Outlining the professional ethical behaviour and conduct expected. Covering five key areas such as Terminology, Working with Clients, Professional Conduct, Excellent Practice and Signatories to the Global Code of Ethics. Although designated into five key areas the underlying expectation is much deeper, covering the correct terminology and discourse to be used, contractual obligations and behaviour. Also, reinforcing integrity and confidentiality as previously mentioned in this report. Further covering the topic of what is seen as inappropriate behaviour and what is constituted as conflict of interest. Furthermore, charting the correct procedure for ending contractual agreements. Moreover, on creation of such stringent regulations, other membership bodies saw fit to endorse the Code and sign to its affiliation.  (Global Code of Ethics - Association for Coaching, n.d.) 
Although rigid and constraining, due to the nature of a more focussed professional development intervention, which invariably are consultants which are used by organisation at a cost, adopting such practice in a contractual manner gives clear guidelines from the offset and can reinforce the contract. The author as within academia, the authors work setting, they are governed by the Education Workforce Council, factors that are deemed inappropriate can result in appearing before a panel and dependant on findings can result in dismissal. Therefore, the addition of such measures can strengthen expectation from organisation, Coach and Coachee.
[bookmark: _Toc133659582]2.5 Coaching Disadvantages through new delivery methodology
Whilst there are many advantages as mentioned, it would be amiss to not point out the disadvantages. In recent times due to the pandemic, we have seen the transition of Coaching adapted to online as well as that of face to face. This comes with advantages but can prove to be disadvantageous through the lack of the interpersonal skills needed such as reading complete physical body language. (Berninger-Schäfer, 2022)
A comparison study of online and face to face coaching also recognises the unreliability of technology within the online model, limited engagement, self confidence on screen, also a contributory issue in group coaching whereby individuals that suffer from low confidence feel inhibited, lacking confidence to speak up and voice their opinions. Moreover, resulting in little or no interaction and resulting unsuccessful outcomes. (Orlando, 2021)
Within the authors workplace, managers undertook a Coaching programme, which needed role play and workshops, this proved difficult online as it was an interactive activity, whereby body language was an essential part of understanding and resolving issues with the Coach. Technology and virtual delivery did not provide the same level of engagement to perform the activity effectively. Beneficially, face to face delivery would have widened its effectiveness and created greater discourse and reading of traits and behaviour to stimulate the activity for greater results.
[bookmark: _Toc133659583]2.6 Conclusion
The author concludes, essential need for structure to minimise pitfalls and risks during the coaching process. From both an organisational perspective and that of the individuals ensuring, the intervention is not biased and will prove successful in developing an individual to meet their required career goal and conclude a successful outcome. Structured mechanisms can support this and provide a professional basis to the intervention that can protect several characteristics, providing a framework and agreements both parties agree too.
[bookmark: use-wheel-of-emotions][bookmark: worksheets-wheel-of-emotions][bookmark: _Toc133659584]3.0 Critically assess a model or process that should be followed when formally coaching or mentoring.
Several Models and processes can be advantageous frameworks for both coaching and mentoring. For the purpose of this report the use of Coaching models is used to critically assess formal structure to return value, return on investment and successful outcomes.
[bookmark: _Toc133659585]3.1 Coaching Models Foundation
Numerous coaching models exist and are continuously being developed, some deriving from a psychology-based background or that of counselling. Furthermore, it is identified Coaching models can be inspired by theoretical and philosophical frameworks by a multitude of disciplines. For example, scientific researchers may view coaching as a tool to inspire hypothesise. However, personalised Coaching models may differ in its active structure, heightening the Coaches unique technical knowledge and viewpoints but moreover, recognising others viewpoints and perspectives, importantly their value.   (Lennard, 2013)
[bookmark: _Toc133659586]3.2 Model purposes 
Purposes of Coaching models are to provide a framework for undertaking parties to assure clear boundaries, set goals, determining career pathways and strengthen areas of weakness, gaining technical and applied knowledge. Establishing the best course of action and framework is based on individuals desire to progress, chosen career development and organisations Continuous Professional Development policies and procedures.
[bookmark: _Toc133659587]3.3 Application of models in purpose and fit
Fundamentally, as accentuated by Kets deVries (2005), leadership coaching must be focused on specific leader development goals and the actions necessary for achieving these goals (Kets deVries, 2005)
The standard coaching relationship is one-to-one and, is commonly considered confidential. Primarily, coaches need to establish rapport and trust. Ability to foster and retain trust over the course of this relationship is vital, in relation to, not only issues of confidentiality, more broadly in the ability to instil the coachee with confidence in their ability. Additionally, effective coaching commands mutual commitment. Responsibility lies with both parties to follow through on set commitments whilst maintaining a developmental mindset throughout. (Yarborough, J.P. 2018)
Models that support the Coaching journey can be seen in the figure below, each have distinctive characteristics to support the journey.
[image: ]
Figure 4 – Source - Coaching Model - the Peak Performance Center
A simplistic model, is that of the CLEAR model, interpreted by Peter Hawkins, it uses a definition that is outlines in its acronym, contract, listen, explore, action and review. Simplistically is there to realise fundamental changes based on new values, behaviour or convictions. Yet in the authors opinion, does not possess the same structure as that of other models in locking down a more focussed comparison to that of the individuals need. (Hawkins, 2017)
Commonly the Grow and Oskar model are well conversed and attributed by coaches presenting goal setting objectives, with realistic and resource also categorised to inform situation-based resolution. (Jackson & Mckergow, 2003) (Whitmore, 2009)
The Solve model utilises a self-directed approach which captures the essence of Coaching through encouraging the Coachee to define solutions. (Muchnick, n.d.) Whilst the Fuel Model comprises of model techniques that again offer a strai ghtforward quadradic model, which again the author suggest may not be suitable for a higher management Coaching intervention due to complexities of roles and technical application (Zenger & Stinnett, 2010)
[bookmark: _Toc133659588]3.4 The Achieve Model
For the purpose of this report the use, application and process of the more intricate Achieve model is the centrical point for observation and scrutiny.
[bookmark: _Hlk133511921]Originally developed following observation undertaken by Dembkowski and Eldridge (2003), in the study of executive coaches in America, England and Germany, examining use of coaching models utilised their impact and success rates. Not surprisingly in England, the model of preference was identified as the GROW model, which is also seen as the ‘go to’ model used within the authors workplace for general coaching. From findings Dembkowski and Eldridge (2003) identified a progression model known as ‘The Achieve Model” identifying that an executive within an organisation has a higher level of responsibility where disparity between home and work life balance may blur due to the nature of job roles and accountability, therefore progression through ranks may create additional autonomy and accountability for organisations success. (Dembkowski and Eldridge 2003).
The Achieve Model comprises of seven steps, each with more diminutive focus on the distance travelled by the coachee, honing in to more specific fields with an in-depth level of coaching and guidance for organisation hierarchical progression, achieved by increasing trusted relations, greater understanding of techniques, methodologies for goal-setting and problem solving in addition to undertaking an initial review of current circumstances and situation. The author recognises these as attributions for successful leaders and managers for all organisations as an invaluable asset. (Appendix E) As with all Coaching models there are benefits and disadvantages. However, it can lead to greater self-discovery, better commitment to achieve goals, implementation of methods to overcome challenges. Negatively it is more time consuming than that of the Grow model but is expected due to the greater intricacy and the in depth detailed coaching, in particular when its focus is to develop leaders and managers of the future. (Carey et al., 2011)
Within an organisation, this model has the adaptability to be undertaken by current managers to develop identified aspiring leaders. (Gray 2018) This can prove to be more financially beneficial to an organisation than that of paying an external consultant. Within the authors organisation there are coaching pathways in place which have a bespoke approach purely in relation to organisational staff development. In relation to 1:1 and appraisals managers will identify staff that possess the knowledge, understanding and personality traits that can define the expected leaders of the future within their own organisation. Recognising this, and dependant on the employees rank they will embark on an “The Aspiring Leaders” programme or if in a management position will undertake the “Engage and Inspire” programme. These have been developed by independent consultants in relations to organisational aims, values and objectives. As accentuated by Gray (2018) it is seen frequently as a method used within an education and academia setting, where models evolve or are adapted to meet the needs of the organisation. In essence they will be aligned to elements of coaching and mentoring frameworks combined with leadership and management frameworks in the context of strategic qualifications. (Gray 2018)
[bookmark: _Toc133659589]3.5 Conclusion
In relation to the models, the author concludes the need to understand the aims, values and objectives of the organisation and individual to determine the correct model for intervention. The author also recognises compatibility of this with a lessor recognised coaching model, which is more fitting to organisational approach for executives, Mary Beth O’Neill’s System Approach to Executive Coaching. It encapsulates a formal and structured theoretical approach, incorporating organisational vision, aims and objectives. Subjecting Coachees’ to understand their learning can underpin organisational results as well as that of their own. (O’Neill, 2000)
[bookmark: _Toc133659590]Conclusion
Coaching and mentoring research shows the need to evaluate alignment of organisational demand and need, the return on investment of private consultant coaches. In the instance of the Achieve model this can be an attribution for managers to undertake, to then mould internal expertise for progression. Beneficially this will support inward growth of expertise in line with organisation aims, structure and service. However, equally developing expertise internally can assure sustainability of talent but negatively increase knowledge of the individual equipping them with the methodologies, tools and confidence to pursue employment elsewhere. Additionally, the traits that define management behaviour through leadership styles, also need to be considered and forms an argument as to internal Coaching or that of external Consultant Coaches being introduced. Although identified as a short-term measure, research provides a business case that can be seen as a long term intervention by way of nurturing and developing inward talent and growth.
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