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[bookmark: _Toc134294656][bookmark: _Hlk134294066]Introduction.	
Coaching and mentoring are two commonly employed organizational practices aimed at improving employee performance and development. While these terms are used interchangeably, they possess significant differences. Coaching is an outcome-focused technique that seeks to improve individual and group performance, whereas mentoring is a multidimensional interaction between two individuals to exchange value. While both coaching and mentoring entail acquiring new knowledge and skills, mentoring demands a longer-term commitment and places a higher emphasis on learning. Investigate the similarities and differences between coaching and mentoring in an organizational context. It will also examine the advantages of both practices and the competencies required of successful coaches and mentors.
Moreover, coaching and mentoring have gained popularity in workplaces as a method of enhancing employee performance and retention. Nevertheless, to become an effective mentor or coach, individuals must possess specific knowledge, skills, attitudes, and behaviours. Critically explore the essential characteristics required for effective mentoring and coaching. These characteristics include the ability to foster constructive relationships, encourage and motivate mentees, inspire them to achieve their full potential and safeguard them from potential risks. examine the role of supervisors and managers in the NHS. Mentoring and coaching play a key role in cultivating critical thinking and problem-solving abilities. To effectively mentor and coach in a work environment, stakeholders must possess the required skills and traits.
Mentoring and coaching are fundamental aspects of personal and professional growth. To ensure that these processes are effective, it is essential to follow a model or process. Mentors and coaches can use this framework to guide the individual they are mentoring or coaching. Various models are available, including the widely used GROW model and the new Coaching Mentoring Process Model. However, it is essential to note that these models have limitations and require critical assessment. It provides a critical analysis of the different mentoring and coaching models and processes, highlighting their strengths and weaknesses. It emphasizes the importance of inquiry and self-reflection, as well as how models can provide a framework for coaching interventions while allowing for flexibility. Additionally, the ACHIEVE Coaching Model is discussed as an example of a model that builds upon the GROW model while offering a more comprehensive approach to coaching and mentoring.								
[bookmark: _Toc134294657]Explain the similarities and differences of coaching and mentoring within an organisational context.
Because of their capacity to improve an organization's overall performance, coaching and mentoring have emerged as important organizational practices in recent years. Coaching is a complex and outcome-focused method that may be employed inside an organization to enhance the performance of both people and groups. According to the CIPD (2021), mentoring is described as a multidimensional and ever-changing two-person interaction focused on the exchange of value. Although there are some differences between coaching and mentoring, they are often used interchangeably because they share the same goal of enhancing employee performance and development within an organization. The strategy or plan used inside an organization to enhance individuals' capacities, knowledge, and job performance for coaching and mentoring is the same. 

Furthermore, according to Karcher et al. (2006), mentoring and coaching have been utilized in various forms for many years. The practice of mentoring and coaching has been present throughout history and across diverse cultures, making it a well-established approach to personal and professional development. Because so many licensed therapists have transitioned to coaching, there has been considerable debate concerning the parallels and distinctions between the two professions. People seeking coaching services increased dramatically over the twentieth century, particularly in the categories of life coaching, education coaching, management coaching, and athletic coaching. Anyone may call oneself a coach or a mentor because there are no restrictions or qualification requirements. This lack of monitoring makes it hard to maintain consistency, keep people responsible, and assess the effectiveness of a program. Over the last two decades, firms in virtually every industry have adopted a mentoring and coaching approach. According to 2011 research conducted by the Chartered Institute of Personnel and Development (CIPD), coaching and mentoring are becoming more popular workplace practices for increasing both productivity and morale. As a result, in addition to the mentee's technical and professional competence, the mentor is responsible for promoting the mentee's intellectual development. There are several significant variations between coaching and mentoring; nonetheless, one school of thought believes the two may be combined. Ives (2008) argues that despite the widespread use of coaching, there remains a significant level of confusion regarding its definition. According to Ives (2008), this confusion is largely due to the absence of a clear and universally accepted definition of coaching. This lack of consensus has resulted in a range of conflicting paradigms and perspectives, which in turn has led to inconsistent and often ineffective coaching practices. Bachkirova, Jackson, and Clutterbuck (2011) argue that the lack of agreement on the definition of mentoring has led to confusion and misunderstanding among practitioners and suggest that a more nuanced and multifaceted understanding of mentoring is needed in order to improve coaching practices. They emphasize the importance of taking into account the various connotations and meanings associated with the term mentoring, and advocate for a more holistic and context-specific approach to mentoring. According to the Chartered Institute of Personnel and Development research (CIPD ,2011), organizations are cautious to do formal assessments on their programs and the value it would bring to the organization. This report also goes into detail on the misunderstanding.

According to Kilburg (2001), coaching involves facilitating intervention adherence and promoting the client's growth and development. Similarly, Stober and Grant (2010) argue that coaching is a client-centered process aimed at enhancing performance, learning, and well-being. Coaching is viewed as a means of promoting self-awareness and reflection, which leads to greater self-knowledge and understanding of how one interacts with their environment. Brockbank and McGill (2007) describe "mentoring" as "a relationship between two people with learning and development as the purpose of the relationship" (p. 15), a definition that is also shared by Megginson, Clutterbuck, and Garvey (2006), who include the word "learning" in their definition of mentoring. This emphasis on learning is a key feature that distinguishes coaching and mentoring from one another. Mentoring, however, is described by Wallace and Gravells (2009) as a "more gradual process than coaching" that requires a longer-term commitment. It is generally understood that both coaching and mentoring involve the acquisition of new knowledge and skills. Thus, it is essential for the trainer, whether a coach or a mentor, to have the necessary training, knowledge, experience, and skill (Brockbank & McGill, 2007; Wallace & Gravells, 2009). Both the European Mentoring and Coaching Council's code of ethics and the study undertaken by Clutterbuck and Lane (2004) have the same ultimate goal: to discover the core competencies required of effective mentors and coaches (Clutterbuck & Lane, 2004; EMCC, 2022). The fact that other governing bodies, such as the Association of Coaching, the Association of Professional Executive Coaches, and the International Coach Federation, have each created their own version confuses matters even further (AC, 2021; APEC, 2022; ICF, 2023) Furthermore, various studies have shown that coaching is beneficial for businesses. The Institute of Leadership and Management conducted a study on coaching in the workplace, while the Chartered Institute of Personnel and Development released a report in 2011 on fostering a coaching culture. Both studies found that coaching has a positive impact on organizations (Wilson, 2014). Effective business coaches must possess a wide range of strategies and techniques to determine the most effective framework for achieving their clients' goals. These fundamental principles and guiding ideas form the basis of numerous models and theories designed to promote behavioral change (Passmore & Fillery-Travis, 2011). Mentoring and coaching are both essential in many organizations, requiring similar skill sets from those who participate. For example, managers often serve as mentors and supervisors as coaches within the National Health Service (NHS). According to the NHS Workforce Development Framework for Health and Wellbeing Coaches, coaching has been found to enhance the performance of healthcare professionals by increasing their self-awareness, confidence, and problem-solving skills, by providing healthcare professionals with the necessary tools and skills to effectively manage their own wellbeing, coaching can improve their job satisfaction and reduce stress levels. This, in turn, can lead to better patient outcomes and a more positive work environment for all (NHS England ,2020a). Although mentoring and coaching share similarities, they also have some distinctions. Mentoring, for example, typically involves a longer-term relationship with the goal of personal and professional growth, while coaching is typically a shorter-term approach aimed at enhancing particular skills or behaviors (Lancer, Clutterbuck, & Megginson, 2016). Although mentors and coaches often overlap in the NHS, both aim to improve the overall productivity of the organization (Fielden, Davidson, & Sutherland, 2009).

As a tool for enhancing employee performance and achieving organizational goals, mentoring, and coaching are valued by the National Health Service (NHS) in the UK. The NHS Leadership Academy conducted a study which found that coaching and mentoring have a positive impact on staff engagement, retention, and development within the NHS (NHS England, 2018). In addition to improving patient outcomes, coaching, and mentoring support the professional development of healthcare professionals (Whitmore et al., 2013). 
Coaching and mentoring have emerged as successful strategies for healthcare professionals in the NHS to improve patient care, staff engagement, and foster a culture of continuous improvement (NHS England, 2020; NHS England, n.d.; NHS Institute for Innovation and Improvement, 2008). For instance, the Health Coaching Implementation and Quality Summary Guide emphasizes that the adoption of a coaching approach in the NHS has improved patient outcomes and experiences, as well as staff engagement and resilience (NHS England, 2020). Moreover, the Legacy Mentoring program focuses on developing the leadership and management skills of healthcare professionals, improving their job satisfaction, and reducing burnout (NHS England, n.d.). The NHS Institute for Innovation and Improvement's report on "Coaching for High Performance" highlights that coaching has been used effectively to improve staff morale, teamwork, and the ability to manage change within the NHS (NHS Institute for Innovation and Improvement, 2008). However, there are still challenges in implementing coaching and mentoring programs in the NHS, including limited resources, a lack of understanding of the benefits of coaching, and the need for organizational support (NHS England, 2020; NHS Institute for Innovation and Improvement, 2008). Therefore, while coaching and mentoring have shown promise in improving healthcare in the NHS, ongoing efforts are needed to ensure their effective implementation and sustainability. According to Bluckert, (2013) the first stage in the coaching process is to identify present workplace difficulties. Based on this research, the coach will next dive into the coachee's personal problems and behavioral patterns to discover how they connect to the topic at hand. Mentoring, on the other hand, requires developing a strategy for teaching employee’s innovative approaches and skills at work. The National Health Service (NHS) is a large organization that places a great deal of emphasis on staff development and training. One example of this is the NHS Leadership Academy, which offers a range of programs and resources to support the development of leaders at all levels of the organization (NHS Leadership Academy, 2022).

In terms of coaching and mentoring specifically, the NHS has recognized the importance of these practices in supporting the professional development of its staff. The NHS Leadership Academy offers a coaching and mentoring program for healthcare professionals, which aims to improve the quality of patient care by enhancing the leadership skills of staff members (Firth-Cozens, 2017). In terms of the specific roles of managers and supervisors as coaches and mentors, the NHS places importance on distinguishing between these roles. According to the NHS's Health Education England organization, managers are responsible for supporting the development of their staff by providing feedback, identifying training needs, and setting goals (Health Education England, 2016). In contrast, supervisors are responsible for coaching and mentoring their staff, which involves providing guidance, support, and feedback to help staff members develop their skills and achieve their career goals (Health Education England, 2016). Overall, the NHS places a great deal of importance on coaching and mentoring as key components of staff development and professional growth. By providing training programs and resources, and by clarifying the roles and responsibilities of managers and supervisors in these areas, the NHS aims to support the ongoing development of its staff members and improve the quality of care provided to patients.

Cranwell (2014) also adds that a mentorship connection is more directed and involves an unstructured exchange of expertise and assistance, whereas a coaching relationship is far less directed yet has well-established rules. The coaching process can be a powerful tool for developing leadership and managerial competencies at the transactional level. According to Jackson (2008), through coaching, individuals gain self-awareness and a better understanding of their impact on others. As a result of this process, they may experience profound adjustments in their thinking and behavior. According to Clutterbuck and Lane (2004), mentoring has been found to enhance the professional development of mentees, as well as improve their technical and business skills. Furthermore, coaching and mentoring have emerged as essential organizational strategies in recent years, given their capacity to enhance overall performance. Although these two practices have some differences, they are often used interchangeably since they both aim to enhance employee performance and advancement. Coaching is an outcome-driven approach aimed at improving the performance of individuals and groups. Mentoring, on the other hand, is an interaction between two people that is multidimensional and value oriented. There is no universal definition of coaching, but it has become increasingly popular in categories such as life coaching, education coaching, management coaching, and athletic coaching.

In the absence of qualification requirements and restrictions, it is difficult to maintain consistency, hold people accountable, and evaluate the effectiveness of coaching and mentoring programs. Besides increasing productivity and morale at work, coaching and mentoring have several other benefits. In most organizations, assessing the value of their programs and programs to the organization is a cautious process. Depending on who receives these practices, they can have varying meanings, so trainers need appropriate training, experience, knowledge, and skills. The emphasis on learning differs between coaching and mentoring. Choosing the most effective framework for achieving clients' goals requires a variety of strategies and techniques. Coaching has been proven to be beneficial for businesses in numerous studies. These basic principles and guiding ideas are the basis of models and theories designed to promote behavioral change. In order to enhance individual and group performance as well as facilitate learning and development, coaching and mentoring have become indispensable practices.




[bookmark: _Toc134294658]Critically explore the knowledge, skills, attitude, and behaviours needed by an effective workplace coach or mentor.
Mentors and coaches must have a wide range of knowledge, experience, and personality attributes to be effective in their professions. The diagram below demonstrates the fundamental characteristics of a great mentor and coach, such as their thinking, behaviors, and expertise:




[image: Text, letter

Description automatically generated]

       Figure 1: Mentoring and coaching skills (Hawkins, 2016)






[bookmark: _Toc134294659]Effective working relationship skills. 
According to Bachkirova, Jackson, and Clutterbuck (2011), mentors and coaches facilitate positive working relationships by utilizing their ability to teach professionals the necessary information and skills to integrate into a work team. The major job of a mentor is to smooth the student's transition into the field. According to Gopee (2011), mentoring can start as early as the first day of work through welcoming, orienting, inducting, and integrating new employees into a multidisciplinary team. A positive mentor-mentee or coach-coachee relationship can provide learning opportunities for both parties. As a result, a mutually beneficial relationship built on understanding and empathy may develop, allowing employees to perform at their peak levels. The mentor-mentee relationship may be improved by spending 40% of direct and indirect time together and working coordinated with the mentor's shift pattern (Hawkins, 2016).
[bookmark: _Toc134294660]Encouraging and motivating skills.
 According to Ragins and Kram (2007), mentoring involves a positive and supportive relationship between the mentor and mentee, where the mentor provides guidance, support, and encouragement to the mentee. Mentoring can enhance the mentee's learning and development by providing them with opportunities for professional growth, such as exposure to new experiences, challenges, and learning resources. Moreover, effective mentoring involves the mentor taking a proactive approach to facilitating the mentee's learning and growth by setting clear goals, providing feedback, and challenging the mentee to achieve their potential. Thus, the mentor's ability to inspire and encourage their mentees is crucial to their success in achieving their goals and realizing their potential. Mentors must ensure that their mentees have access to a wide range of learning opportunities that are suited to their specific needs. The mentor should also consider the quality of the learning experience and strategies to improve the classroom environment for the students. Mentors in clinical settings guide students through procedures and provide them with the background information they need to intervene successfully in patient care. According to NHS Employers (2022), managers and supervisors in the NHS use various financial incentives, such as bonuses and pay increases, to motivate and inspire their employees. 
The NHS has implemented programs such as the NHS Pension Scheme, pay progression, and flexible working arrangements to improve employee satisfaction. These incentives aim to support staff members in planning their retirement, offer career advancement opportunities, and enable a work-life balance (NHS England, 2021). These programs aim to enhance the quality of patient care by increasing staff retention rates and improving morale. Mentors and coaches may use incentives, such as opportunities for skill development and career advancement, to motivate and encourage learners throughout their training (Eby et al., 2008).
[bookmark: _Toc134294661]Inspiring skills.
According to Gopee (2015), "one of the characteristics of an outstanding mentor or coach is the ability to encourage their mentees or coachees to reach their maximum potential" (p. 18). Mentors and coaches use their personal and professional experiences to design a route that exceeds their mentees' wildest aspirations, and they can inspire them in diverse ways, such as modeling inspiring behavior, urging them to learn from inspiring people, and assisting them in participating in a range of exciting scenarios. Gopee also notes that mentors and coaches not only provide constructive criticism and ideas for future actions, but they also encourage and challenge their mentees to rise beyond the mundane and achieve meaningful life objectives. According to the literature, the ability to provide encouragement and motivation is a crucial characteristic of effective mentors (Moustakas, 1994; Zikic & Klehe, 2006). According to the "Guidance for Mentors and Mentees" handbook published by Blackpool Teaching Hospitals NHS Foundation Trust, supervisors who serve as mentors in the NHS are encouraged to use positive reinforcement and constructive feedback as part of their mentoring approach (Blackpool Teaching Hospitals NHS Foundation Trust, 2016). According to Eryilmaz and Kara (2020), a career adaptability program can be effective for prospective counsellors. Additionally, Zikic and Klehe (2006) found that career exploration and planning are crucial factors in predicting reemployment quality. This approach is consistent with the idea that a positive and supportive learning environment promotes learner engagement and success. Furthermore, research suggests that mentors who are able to provide emotional support and encouragement tend to have more successful mentoring relationships and achieve better outcomes (Ragins & Kram, 2007).



[bookmark: _Toc134294662]Risk management skills.
One of the most significant characteristics of exceptional coaches and mentors is the capacity and willingness to protect mentees and coaches from challenges. They were effective because they assisted their mentors and mentees in avoiding foolish mistakes and gaining confidence in taking smart risks. NHS supervisors and managers are instrumental in identifying and managing risk within the healthcare system. They assist employees in recognizing and avoiding mistakes that may compromise patient safety or other critical areas, such as finances and personal commitments. Effective risk management requires that supervisors and managers develop strategies to support their staff in completing their jobs while minimizing risks. This includes providing practical advice and guidance, as well as inspiring staff to believe in their own abilities. According to the National Health Service (NHS) Improvement's guidance on risk management, leaders play a crucial role in embedding a culture of risk management within the organization (NHS England and NHS Improvement ,2022). Mentoring and coaching have been found to be effective tools for risk management in healthcare settings, according to the National Institute for Health Research (NIHR, 2021). These approaches facilitate the development of critical thinking and problem-solving skills, which are important for identifying and managing risk in healthcare systems. The NIHR has highlighted the importance of managers in this process, emphasizing their role in identifying and managing risk within healthcare organizations. Overall, NHS supervisors and managers who exhibit strong risk management skills can help create a safer and more efficient healthcare system. By providing guidance and support, they can help staff avoid mistakes, develop effective strategies, and ultimately improve patient outcomes.
[bookmark: _Toc134294663]Instruction and development capabilities skills.
According to Green (2017), mentors and coaches often involve their mentees in the teaching process and provide guidance on how to conduct certain activities as part of the job that they do with them. This skill comes in especially handy within the context of organized mentorship and coaching relationships, where mentors and coaches provide formal lectures and presentations to the mentees and coachees they are working with. n the NHS, managers and supervisors can also take on the roles of coaches and mentors to improve employee performance and productivity. According to the NHS Leadership Academy, coaching and mentoring are critical components of effective leadership, and can help employees develop new skills, increase their confidence, and achieve their goals (NHS Leadership Academy, 2022). Coaching and mentoring can also enhance job satisfaction and reduce employee turnover. In addition, the use of coaching and mentoring in healthcare settings has been shown to improve patient outcomes by enhancing the knowledge and skills of healthcare professionals. To effectively coach and mentor employees, managers and supervisors in the NHS can use a variety of strategies, including one-on-one meetings, group training sessions, and performance feedback sessions (NHS England, 2020a). These approaches can help employees learn new techniques and strategies, receive constructive feedback, and stay motivated and engaged in their work.
[bookmark: _Toc134294664]Communication and interpersonal skills.
Conversation is a mentor's key technique for supporting employee growth inside a business. When presented with the complex challenges that workers experience at work, a mentor's communication skills will be put to the test. Communication is essential in the workplace because it helps mentors to share information and create trust with their mentees. Mentors can have a significant impact on the growth and development of their mentees or workers. According to a study by Sambunjak et al. (2009), mentors should build a personal and professional relationship with their mentees or workers by using effective communication and skill facilitation. This approach can help mentees improve their skills and knowledge, receive constructive feedback, and increase their self-awareness and confidence in their work .According to Doel and Shardlow (2009), a mentor can learn about the mentee's or worker's past learning experiences, as well as the individual's skills, shortcomings, and engagement level, by completing the first, intermediate, and final interviews. These interviews allow the mentor to gather information about the mentee's needs and strengths, which can be used to develop a tailored mentoring program. Mentor-mentee interactions provide more adaptive and individualized learning within a regulated learning environment (Van Ginkel, et al., 2017). A mentor can have a better understanding of what type of learning, teaching, and testing environment would be most useful to their mentees through assessment.




[bookmark: _Toc134294665]Facilitation skills
 According to Rodgers' (1969) definition, facilitation is an instructional strategy that assists mentors in detecting and adapting their mentees' most productive learning styles. Some examples of these types are student-centered, non-authoritarian, self-directed, and reflective learning. Mentors are frequently acknowledged as effective facilitators of skill and creative growth due to the fact that they maintain everyone's interest and participation in the process. It is the responsibility of mentors to assist their mentees in reaching their full potential, which in turn enhances the mentees' and mentors' capacity to collaborate in order to find solutions to problems. When mentors encourage their mentees to engage in critical reflection at work, it helps to level the playing field for their mentees as they go along their own individual learning paths. Mentors play a significant role in helping their mentees and colleagues advance their careers by sharing their knowledge and skills, including specific procedures such as injecting depots and documenting risk assessments (Warnock, 2006). Making use of physical resources such as instructional materials is one way that mentors may increase the ability of their mentees as well as their coworkers to learn in organizational settings. It is possible to create environments inside organizations that are more amenable to learning by supplying instructors with the appropriate resources. The relationship between a mentor and a mentee is mutually beneficial; both parties stand to gain from the experience. Mentors may contribute to a better learning environment and higher academic accomplishments by being helpful, kind, and aware of the learning style of their mentees. Mentors play an essential part in determining the degrees of capacity possessed by their mentees, and it is through this process that mentees are able to make the most of their time spent working. When beginning a mentorship program or providing in-house training for other competent staff members, it is also quite important to assist workers in successfully transferring theory into practice. It is essential for mentors to continually expand their knowledge base and put that information into practice in classrooms and other settings specifically designed for education (Gopee, 2011). According to Quinn (2000), mentors may improve the performance of their mentees and aid in the development of their talents in a methodical and acute manner by providing feedback and reinforcement.


[bookmark: _Toc134294666]Teaching and lecturing skills.
Merriam and Bierema (2013) state that the provision of teaching and learning activities in an organizational environment helps workers to achieve their desired outcomes by linking theory to practice and fostering critical thinking. One form of inter-professional learning opportunity that mentors may give to students is an integrated skills teaching method. Mentors can employ Kolb's (1984) learning cycle in four phases—Activist, Reflector, Theorist, and Pragmatist—to integrate theory into practice and the art and science of mentoring and coaching. Mentors may help their mentees learn by creating a comfortable teaching atmosphere, providing constructive feedback, and addressing the mentees’ future aspirations. Employees' diverse learning styles support better organizational integration. A mentor's responsibilities include critically examining and evaluating the efficacy of learning, teaching, and evaluation procedures within their particular area of expertise. A mentor's competence, on the other hand, enables the development and presentation of fresh ways for enhancing mentees' education. When a mentor assesses a mentee's learning style, such as visual, auditory, or kinaesthetic, the mentor can better customize lessons to the mentee's requirements during training. An effective workplace coach or mentor must possess a diverse set of knowledge, skills, attitudes, and behaviors. They must establish a constructive working relationship, encourage, and motivate their mentees, inspire them to achieve their full potential, manage risks, teach, and develop their capabilities, and possess excellent communication and interpersonal skills. To build a positive relationship between mentors and mentees, the former must help newcomers to smoothly transition into their roles. Mentors must encourage their mentees to engage in learning activities, provide them with access to various learning opportunities, guide them through procedures, and offer constructive criticism to assist them in achieving meaningful objectives. The ability to manage risks and protect mentees and coachees from making mistakes is also critical. Mentors and coaches should also possess exceptional communication and interpersonal skills, which allow them to build trust with their mentees and facilitate adaptive and individualized learning within a regulated learning environment. Overall, effective mentors and coaches should focus on inspiring, educating, and developing the skills of their mentees and coachees.

[bookmark: _Toc134294667]Critically assess a model or process that should be followed when formally coaching or mentoring.
Mentoring or coaching individuals requires adhering to a wide variety of processes and models. Models such as these include:
[bookmark: _Toc134294668]The GROW Model.
The GROW Model (Goal, Reality, Options, Will) is the most extensively used paradigm for coaching and mentoring. Because it is goal-oriented, this paradigm is basic, simple, and easy to execute. Several authors have published extensive accounts of this phenomena, including Whitmore (1992, 2003, 2010; Downey ,2003). They state that the approach may be utilized by anybody without specialist training, although they admit that it lacks a self-reflection process. According to Chiumento's study report "Coaching Counts" (2007), organizations that adopt coaching practices can see improvements in employee motivation, engagement, and productivity. The report emphasizes that coaching is not just a one-time event, but a process that requires ongoing commitment and investment from both the coach and the organization. The report also highlights the importance of matching the right coach with the right individual to ensure a successful coaching relationship. Overall, the report suggests that coaching can have a significant positive impact on both the individual and the organization as a whole, and that more organizations should consider implementing coaching practices. It has been determined to employ the GROW model. According to the literature, this paradigm helps the development of the coaching relationship as well as the management of personal goals. The majority of the time, however, it is used for a brief period to manage a specific business problem, improve an employee's performance, assist them in learning new skills, or prepare them for a career change. Most of the model's applications take the form of case studies. As a result, analysis is difficult. The coaching models give the framework for this transition to take place. A coach is more than just a teacher; they are the operation's brains. Coaching models are essential for a coach's coaching connection with a coachee. A coach may have an outstanding collection of resources, but that does not guarantee they are any good at putting them to use. Using a model "provides a map for the journey, for both client and coach," according to Connor, M. Pokora, J. (2007). That road is never straight, and it is easy to get lost, so you will need a U-turn strategy. In 2008, the European Mentoring and Coaching Council created an ethical code. This was an attempt to achieve some kind of consistency in terminology, expertise, honesty, professionalism, and organization. Unfortunately, this is only one government's program. The relationship between the coach and the coachee was critical to the model's eventual evolution. It promotes the formation of unambiguous rules throughout the contract negotiating process in particular. The CLEAR paradigm (Contracting, Listening, Exploring, Action, Review) is similar to the GROW paradigm but allows for more customization. More emphasis is placed on the feedback loop between the coach and the coachee. Because of the restricted emphasis of literature, allied disciplines of research receive minimal attention. Other coaching approaches have clearly been affected by this one.
[bookmark: _Toc134294669]ACHIEVE Coaching Model.
Eldridge and Dembkowski (2006) construct the GROW model, which serves as the foundation for this coaching and mentoring approach. The following processes are included in the ACHIEVE framework: situation analysis, idea generation, goal refinement, opinion collecting, option analysis, program review, and momentum building. The graphic below demonstrates this in action.:
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Figure 2: The ACHIEVE Coaching Model (Source: Eldridge & Dembkowski, 2006) 
The first stage of this system is titled "Assess the current situation," and it entails encouraging the mentee or coachee to reflect on where they are currently in their lives. This step comes after the "Introduction" stage. If the mentee has a higher level of self-awareness of their surroundings and state, they will be better able to contextualize their next actions and reflect on the difficulties they are facing in achieving their present goals. In addition, at this stage, the mentees' knowledge of the activities they did to reach where they are now has become firmer, and so has their awareness of the causes for their current position. This second stage is referred to as the "Creative Brainstorming" phase of the model. This stage is intended to extend the horizons of the mentees, as well as establish the framework for behavioral change and the creation of innovative solutions to the difficulties that the mentees are currently facing. The third phase is called the "Hone goals" phase. In this step, mentees develop focused thoughts and proposals that were earlier outlined as possibilities. The phrase "Initiate option generation" comes up as the fourth phase in this paradigm. The next thing that needs to be done is to put the plan into action so that the goals may be accomplished. The action that is about to take place is referred to as the "Evaluate options" stage. Reviewing, evaluating, and ranking the options and courses of action that were recommended at earlier stages of the process. A "Valid action program design" is the sixth phase in the process. At this point, each of the recommendations given during earlier stages has been acted upon. The last step of the model is referred to as the "Encourage momentum" phase. Today's mentors place a significant emphasis not only on coaching sessions but also on the time that passes between them. According to Eldridge and Dembkowski (2006), it is difficult for individuals to continue to be encouraged and inspired until they have achieved the goals that they have set for themselves. As a result, it is the job of a mentor or coach to keep motivation and encouragement high and realistic targets in sight.
There is a vast range of both parallels and differences between the several types of mentoring and coaching that have been established. The three models can be utilized by mentors and coaches equally in order to aid in the professional development of their mentees or trainees. In addition to this, they offer and offer advice on various techniques by which mentees and mentors alike can raise their level of expertise in a range of fields. These models, on the other hand, diverge in a wide range of respects. Primarily, the GROWL Model makes it easier for the coach-client connection to develop and for clients to better manage their own goals. Most of the time, however, it is used for a brief period of time to address a particular company problem, improve an employee's performance, assist them in picking up new skills, or get them ready for a career change. The Coaching and Mentoring Process Model centers heavily on the sentiments of individuals as well as the behaviors that are prompted by those feelings. The particulars and the significance of them are more convoluted. On the other hand, the ACHIEVE Model is organized in such a way that it focuses on assisting individuals in gaining an understanding of where they are in terms of their knowledge and abilities, as well as giving them with the resources they require in order to overcome any challenges they may have.

[bookmark: _Toc134294670]Conclusion
In conclusion, coaching and mentoring have become crucial practices in organizations as they help improve the overall performance of both individuals and groups. Although they have some differences, coaching and mentoring are frequently used interchangeably because they have the same goal, which is to enhance employee performance and career advancement. The lack of a clear and universally accepted definition for coaching and mentoring has led to inconsistent and often ineffective practices. Coaching and mentoring involve the acquisition of new knowledge and skills, making it essential for trainers to have the necessary training, knowledge, experience, and skill. Furthermore, numerous studies have shown that coaching is beneficial for businesses, and effective business coaches must possess a wide range of strategies and techniques to determine the most effective framework for achieving their clients' goals. Effective mentors and coaches require a diverse range of skills, knowledge, and attitudes to excel in their professions. Mentors and coaches must cultivate strong working relationships, encourage, and motivate their mentees or coachees, inspire them to achieve their full potential, and manage risks. These qualities are fundamental to promoting a positive learning environment and enhancing the quality of patient care. The NHS has implemented various programs and initiatives to support mentors and coaches in developing these qualities and promoting success in their professions.
In conclusion, when it comes to formally mentoring or coaching individuals, there are several models or processes that coaches can choose from. The most extensively used paradigm for coaching and mentoring is the GROW Model and the ACHIEVE Coaching Model. All these models emphasize the importance of individuals recognizing their own potential, taking responsibility for their unique goals and objectives, and reviewing them regularly. However, while these models provide a fundamental framework for coaches to work with, they also have limitations and need to be customized for individual situations. The significance of inquiry and self-reflection cannot be overstated, and coaches must focus on advancing in the direction the coachee desires rather than continuously reviewing where they are in the process. Overall, these coaching models and processes can be effective tools for coaches to guide their coachees towards achieving their goals and improving their performance.
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