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[bookmark: _Toc224821342]Introduction 
In an organisational context, coaching and mentoring are useful tools for personal and professional development. . This report explores the connection between coaching and mentoring in workplace environments, emphasising the pros and cons of these approaches. It will concentrate on pinpointing the traits, skills, and behaviors necessary for successful coaching. A thorough examination of coaching models such as 'GROW', 'ACHIEVE', and 'OSCAR' will be conducted, detailing their benefits and disadvantages in organisational contexts. By highlighting the significance of these components, this report aims to enhance understanding of coaching dynamics within organizational structures.






















[bookmark: _Toc224821343]Explain the similarities and differences of coaching and mentoring within an organisational context
[bookmark: _Toc224821344]Coaching 
From an organisational perspective, coaching is the process of growth undertaken to improve a person’s performance, enhance their abilities and self-awareness at work. Whitmore (2003) states that coaching is a cooperative relationship between a coach and a coachee with the aim of creating and attaining clear goals, encouraging learning, and improving professional and personal development.
Coaching is the interpretation of encouraging people to improve their abilities or attain their goals. To allow a coachee to take responsibility for their actions, the coach will offer direction. Coaches are deemed experts as they ascertain training in being able to encourage growth and transformation; specialist knowledge in all fields is therefore not required in effective coaching. A coach is therefore able to create a unique environment including their coachees by being able to demonstrate a non-judgmental reflection and listening approach regarding their thoughts and worries. The coach holds faith in the potential of the coachee and refrains from offering their own suggestions during coaching sessions. This methodology enables coaches to discover and explore previously undiscovered areas, maximising their own potential for development. The focus of coaching is on present situations and potential for the future (Arnold, 2009). 
[bookmark: _Toc224821345]Mentoring 
From an organisational perspective, mentoring is a process which describes a dynamic relationship that aims to support and transfer knowledge between two members: the mentor and mentee. The mentor will be the person with more experience and knowledge; the mentee will be the less experienced individual who will be learning directly from the experience. This is carried out to facilitate the mentee’s personal and professional development within the organisation (Smith & Johnson, 2020).
There exists a distinction in the behaviors and anticipations associated with the designation of 'mentor'. This distinction arises from various roles, such as mentoring, which is the process whereby a senior individual makes themselves accessible to a junior for the purpose of seeking advice, serving as a role model, offering feedback and assessment, and conveying pertinent information necessary for effective performance within an organisation. (MacLennan, 2017).
It is widely recognised that a mentor serves as a guide, facilitating individuals in learning more efficiently and effectively than they might independently. A proficient mentor employs a range of techniques and strategies to assist individuals in comprehending their organisation and their specific roles. Typically, they possess substantial experience in the field relevant to their mentees and offer valuable guidance and advice. They foster curiosity and aid those they mentor in envisioning potential career trajectories. Throughout this process, mentees develop confidence in their abilities and a renewed sense of purpose. Mentors are particularly beneficial for individuals who are new to a role or seek to gain insights from a more experienced colleague. (Arnold, 2009). 
[bookmark: _Toc224821346]Similarities 
Mentoring and coaching represent various forms of support, yet their differences can often be ambiguous, with meanings varying across different organisations. They are acknowledged as collaborative learning partnerships that empower individuals to take control of their own growth and achieve their maximum potential. According to Connor and Pokora (2017), the learning relationship is fundamental to both coaching and mentoring, extending beyond mere tasks or competencies. They assert that the relationship of coaching or mentoring is crucial for fostering development and transformation. This dynamic facilitates the identification of opportunities, realisation of potential, and attainment of concrete outcomes. Whether addressing immediate work challenges or long-term career aspirations, coaches or mentors assist in setting goals, exploring options, and implementing strategies.
Coaching and mentoring return comparable results, such as inspiring individuals' aspirations. They offer substantial advantages by addressing an organisation's requirements regarding commitment, enthusiasm, effectiveness, flexibility, teamwork, creativity, employee accountability for challenges and resolutions, as well as goals and objectives. (MacLennan, 2017). 
[bookmark: _Toc224821347]Differences 
Various academic and professional organizations recognize similar techniques, methods, and foundational values. Zeus and Skiffington (2000) emphasize the differences, highlighting the importance of learning rather than seeking quick solutions and confidence in individuals' ability to change. People advance both personally and professionally through the dialogue-driven processes of coaching and mentoring. Some authors point out the differences between these two approaches, even though they share similarities. (Connor & Pakora, 2017).
One distinction is the duration of their involvement. Mentoring often demands longer commitment, while coaching is usually more structured or short-term. Coaches address specific issues whereas mentors focus on ongoing professional development. Typically, mentors are senior internal role models, but coaches can also be colleagues, external experts, or individuals from various industries. Mentors tend to share similar professional experiences compared to coaches, although this isn't always true. Mentors share their insights and knowledge as required, while coaches emphasize the client's own resources and personal growth. (Connor and Pokora, 2017).
Mentoring takes a broader view of a person, while coaching usually focuses on immediate development issues (Hawkins & Smith, 2013). As noted by Grey, Garvey, and Lane (2016), coaching is often a paid professional service that helps with learning and growth, whereas mentoring is often voluntary and provides psychosocial support within an organization (Grant, 2001). There are multiple approaches to coaching, and coaching programs can incorporate different methods and activities. They can also differ in duration and the type of consultant hired as the coach. (Blackman, 2006). 
[bookmark: _Toc224821348]Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace coach or mentor
[bookmark: _Toc224821349]External coaching
Senior management and executives are the main clients for external coaches due to financial issues. According to Newton and Bristoll (2013), there are many benefits to hiring external coaches. These benefits range from their ability to remain neutral from the company's internal politics and culture, as well as their expertise in specific fields. By implementing external coaches, clients can find the best match for their coaching requirements, since these coaches usually have more specialised experience and undergo more rigorous training than managers (Newton and Bristoll, 2013).
[bookmark: _Toc224821350]Internal coaching
On the other hand, internal coaches don't have the initial costs that come with hiring an external coach, making them more budget-friendly and easier to access. Since there's already a level of familiarity, it helps in building mutual respect and trust quickly, especially when the internal coach is the direct supervisor of the coachee (Newton and Bristoll, 2013). Internal coaches also possess a deep understanding of the organisation's culture. Moreover, they can act as team managers, which enables them to communicate with the team more effectively than external coaches can (Tompkins, 2018).
[bookmark: _Toc224821351]Executive coaching
The aim of executive coaching is to assist executives in their personal and professional development while broadening their behavioral options and enhancing their authenticity. This process involves both creativity and methodology. It transcends beoyond small talk; some individuals may believe that being likable is the sole criterion for success in executive coaching. Facilitation means guiding executives through processes rather than giving them direct advice or instructions. Executive coaching is focused on goals and is not merely a conversation. Instead, it emphasizes reaching specific objectives (Dembkowski, Eldridge & Hunter, 2012).Coaching outcomes
According to Arnold (2009), coaching is really crucial for a lot of organisations. When carried out right, it acknowledges and promotes a person's growth and potential. It creates a safe environment where individuals can dive into areas they might not usually explore. Coaching gives people the support and challenges they need to uncover and examine their hidden abilities. 
Through coaching, individuals can identify their skills, focus on what needs improvement, and learn from their errors. It promotes better performance in their roles, encouraging accountability for their goals and actions while moving away from strict management styles. Instead, it brings out the potential that exists within each person. Some advantages of coaching are: boosting confidence and self-awareness, enhancing both verbal and nonverbal communication skills, improving stress management, and increasing emotional intelligence (Arnold, 2009).
[bookmark: _Toc224821352]Skills required
As stated by Harrison (2022), active listening is crucial for effective coaching. A coach's primary role is to truly listen to the coachee's thoughts and worries, engaging with them instead of purely talking or issuing commands. Additionally, creating a connection with the coachee is vital for fostering sincerity and trust, as well as an environment that encourages reflection, questioning, and emotional intelligence. Good communication is key in all coaching and mentoring interactions. 
Active listening stretches further beyond just hearing words; it involves a fully engaged, empathetic dialogue that includes both verbal and non-verbal cues. Maintaining eye contact and using affirming gestures show that you are paying attention and understanding. In contrast, passive listening and merely hearing do not provide the same level of engagement and comprehension. When trust and friendship are nurtured, the coachee feels appreciated and understood. Deep listening also promotes the coachee's commitment and participation (Pickford, 2023). 
Arnold (2009) notes that an effective coach is someone who can be relied upon, inspires others, communicates effectively, takes the time to listen, and remains positive and consistent. The essence of coaching lies in strong communication, which aims to foster personal growth and transformation. Its success lies on the coach's ability to build rapport effectively and encourage self-reflection in their clients. Deep listening is a vital part of this approach and significantly influences the overall coaching process (Pickford, 2023).
According to Hay (2002), effective coaches need various skills such as action planning, evaluating, building rapport, listening, contracting, and problem solving. Besides using these tactics and skills, a coach must also grasp the coachee's perspective, have compassion with them, and refrain from imposing their own biases or assumptions. To enhance their professional growth and become more self-aware in their coaching interactions, effective coaches often seek guidance from their own coaches.
To legitimize coaching as a profession, coaches should study relevant psychology theories and research related to growth and transformation. By utilising emotional intelligence, coaches can better identify and evaluate how emotions influence coaching objectives. This approach promotes a solution-focused method for effectively managing emotions to achieve desired outcomes.
 In coaching, clients are encouraged to recognise their feelings and explore different perspectives by examining the emotions of themselves and other relevant individuals.
Coaching helps coachees manage and direct their interpersonal and intrapersonal resources (Grant, 2001). A crucial aspect of self-regulation involves reflecting on one’s thoughts, behaviors, and feelings, gaining insights from them, and using this knowledge to enhance performance. The emotional intelligence framework promotes introspection regarding one’s feelings, leading to a more goal-oriented approach in handling them. Research shows that while ignoring or suppressing emotions can be harmful, this framework’s focus on self-reflection about emotions (like acknowledging, recognising, and expressing feelings) can be advantageous.
An emotional intelligence framework serves as a valuable tool that aligns well with evidence-based and theoretically grounded coaching methods that prioritise positive outcomes (Cavanagh, Grant & Kemp, 2005).
[bookmark: _Toc224821353]Knowledge
An effective coach needs to help those who require support and also have credibility. This is important because it shows they understand the different methods and tools used in coaching. Additionally, having experience in coaching helps them see things from different angles and ensures they follow strong ethical standards. It's essential to create agreements that clarify expectations, the terms of the relationship, and the goals of the coaching program. Moreover, coaches should be able to honestly evaluate their work and be aware of their own biases, values, and viewpoints (Harrisson, 2022).
[bookmark: _Toc224821354]Behaviour
Coaches need to think about their actions carefully to create a respectful, understanding, and patient atmosphere. They should understand that letting things happen naturally in a safe space and giving it time are key parts of their job. Moreover, it's vital for coaches to recognise their emotions and how these emotions influence the coaching process, while also making sure the coachee feels safe to express their feelings. Coaches must consistently uphold the highest levels of honesty, accountability, professionalism, and confidentiality (Harrisson, 2022).
[bookmark: _Toc224821355]The Drama Triangle 
The Drama Triangle offers a valuable way to understand how we often take charge in our relationships. It shows that we can unknowingly adopt the roles of victim, persecutor, and rescuer when we fail to question our beliefs or conclusions. (McHahon).
When we talk about the drama triangle, it's clear that it takes an emotionally intelligent coach to recognise which stage the coachee is currently in and help them move beyond that stage. Self-awareness is crucial for identifying areas where one can improve and grow to reach their goals. Many psychologists argue that self-awareness is the first step in developing emotional intelligence. A person with high emotional intelligence can better understand, recognise, and manage their own emotions as well as those of others. They are also more capable of overcoming challenges that hinder their progress towards their goals (Reill, 2021).
An effective coach can positively influence the drama triangle by assisting the coachee in breaking free from it and overcoming obstacles to their goals. By paying attention to cues like body language, eye contact, and speech patterns, a coach can figure out which roles a coachee might be inclined to take on in the Drama Triangle. Being aware of these signs beforehand can enable coaches to perform their roles more effectively. (Cardon, 2008).
(Please refer to Appendix A)
[bookmark: _Toc224821356]Critically assess a model or process that should be followed when formally coaching or mentoring

Coaches mostly rely on coaching models to organize individual or group coaching sessions. If there’s no structure, meetings might turn into casual chats instead of focusing on helping coachees achieve their coaching goals, which are usually outlined at the start of a coaching engagement (Bergenroth, 2021).
The method and style of each coach can influence the selection of coaching models. These models often highlight the importance of respect, communication, and confidentiality. There are various coaching methods that are often recognised by their specific acronyms, like 'GROW' and 'OSCAR'. The 'GROW' model is a popular coaching technique that encourages a positive self-image by aligning one’s dreams with their goals, current circumstances, and available options.
[bookmark: _Toc224821357]’GROW’
Within this framework, coaching avoids taking a strict, methodical approach and instead flows organically. 
Goal - According to Passmore (2006), it's important to distinguish the subject matter from the objective of a coaching session for it to be effective. The primary aim of the goal-setting phase in the ‘GROW’ model is to establish a clear goal for the session, enabling the coachee to achieve concrete results. After agreeing on the topic, the coach works on defining a goal, understanding that the coachee may struggle to articulate it at first. The coach keeps exploring into the topic until a meaningful objective is identified. Each coaching session has a goal, typically represented by specific actions. It’s the coach’s duty to ensure the coachee comprehends the desired outcome. 
Reality - Passmore (2006) notes that coaching primarily emphasizes the reality phase, where coaches assist the coachee in gaining a better awareness of their circumstances. This phase facilitates new insights and a clearer grasp of issues. While this stage is vital for developing a practical action plan, coaches need to maintain a non-judgmental and empathetic demeanor to create a safe space for exploration (Grant, 2003).
Options – The coach's job is to guide the coachee in brainstorming potential next steps after they have thoroughly described their situation. Ideas are refined, and the coachee is often prompted to consider the pros and cons of different options; coaching sessions aren't solely about generating innovative ideas. In the final stage, the coach aims to explore a variety of possibilities for further consideration. If the coachee feels stuck, believes their ideas are insufficient, or is reverting to old habits, they can seek the coach's guidance. At this point, the coachee has a broad array of options, drawing from their own insights or creativity (Passmore, 2006).
Wrap up/way forward – This is the phase where actions are taken. It's essential for the coachee to explain their choices after recognising their immediate preferences. This helps assess the coachee’s thought process and gives more insight into their confidence and assurance in following certain paths. At this stage, the coach encourages the individual to think carefully about the results and potential challenges that may arise from their actions. The coachee is now prepared to finalise their action plan, which outlines the specific steps they will take, the timeline, the people involved, and the review schedules. (Passmore, 2006).
Utilising the ‘GROW’ model for coaching comes with many benefits, one being that it provides a clear and structured framework for coaching sessions, ensuring that both the coach and the coachee stay focused on their goals (Whitmore, 2017).
 The GROW model boosts motivation and commitment by assisting the coachee in defining their goals, making them easier to achieve (Smart & Passmore, 2011).
The ‘GROW’ model is flexible, allowing participants to move between its four components at any time during a session. It serves as a solid base for planning, initiatives, and discussions across various areas. Since then, many other effective coaching models have emerged that are similar to the ‘GROW’ framework (Passmore, 2010).
n the workplace, coaches appreciate the simplicity and adaptability of the ‘GROW’ model. They see its effectiveness in their daily interactions with others. To enhance employee engagement and boost productivity, organizations incorporate the ‘GROW’ model into their coaching and leadership strategies. By applying ‘GROW’ coaching skills, individuals unlock their potential and enhance their performance through increased motivation and self-confidence. Thoughtful questioning, when used systematically, fosters greater self-awareness and accountability, leading to measurable progress towards goals and overcoming challenges. The ‘GROW’ approach is recognized for its capacity to deliver improved results, better communication, and a more positive work environment (Performer Consultants, 2024).
Blair (2021) points out that there are multiple challenges when it comes to using the 'GROW' model, one of which is its complexity. It's not enough to view the process as just four steps; in reality, each stage – goals, reality, options, and way forward – includes three phases. For instance, the goal phase involves determining the purpose of the conversation, agreeing on the desired outcome, and setting a deadline. The entire method is lengthy, consisting of four phases and twelve distinct steps. This raises concerns about who will actually remember all these steps, which might explain why many managers and team leaders opt not to implement this strategy, even after they have been trained in it.
Another issue with the 'GROW' model is its overly linear nature. The focus on four sections, each with three phases, promotes a rigid coaching style. This focus shifts the conversation away from actively listening to feedback and adapting the discussion, towards asking pre-planned questions and following a set sequence. Such a methodical approach could disrupt the natural flow of the coaching process (Blair, 2021).
[bookmark: _Toc224821358]Achieve 
The ‘GROW’ model is followed by ‘ACHIEVE’ which offers organised and structured guidance for building a coaching relationship (Dembkowski & Eldridge, 2003). This model includes:
Assess the current situation:
In this phase, coaches consider various aspects of a coachee’s life. Skills like building rapport, asking open-ended questions, and practicing active listening are essential in coaching. Establishing a good rapport is crucial for effective communication as it fosters trust.
Creative brainstorming of alternative options to a client’s current situation:
When a client feels trapped or keeps revisiting the same issue without making progress, it creates a situation like this. At this moment, skilled coaches use open-minded questions to encourage the client to view the problem from different angles and feel more at ease sharing their thoughts. Simple questions like ‘if you had all the resources you needed for success, what actions would you take?’ or ‘if failure wasn’t an option, what steps would you take?’ help coachees consider new perspectives.
Hone goals:
Goal-setting discussions typically begin between the coach and coachee in the initial coaching sessions. While some individuals have a clear idea of their objectives, others may require assistance in defining specific goals.
Initiate options for goal achievement:
At this stage, he coach assists the coachee in exploring various strategies to achieve their goals. The coachee builds resilience for future challenges and becomes more proactive in addressing coaching topics by generating options.
Evaluate options:
The coach's skill in grasping the executive's environment and crafting insightful questions to assist the coachee in considering possibilities will influence the success of this process. Moreover, the coach must be capable of integrating these options to create a more thorough strategy.
Valid action plan design:
During the action planning stage, the coach collaborates with the coachee to create a comprehensive plan that will bridge the gap between their current situation and their desired goals. 

Encourage momentum:
The coach fosters momentum and aids the coachee in maintaining focus. They consistently promote actions that lead to the desired results, offer support during challenges, and show confidence in the coachee. (Dembkowski & Eldridge, 2003). 
Some benefits of utilising the 'ACHIEVE' model include increased productivity, enhanced self-awareness, and improved relationships. What sets the 'ACHIEVE' model apart from the 'GROW' model is its emphasis on mutual learning between the coach and the coachee. It promotes personal accountability and expert coaching assistance, helping individuals achieve their goals more quickly and effectively. Additionally, it incorporates group activities, allowing participants to exchange resources and insights for collective development (Blackbyrn, 2024). 
As previously mentioned, one disadvantage of the 'GROW' model is that it may appear overly complex to some people. Similarly, the 'ACHIEVE' model also has its own complexity, as it involves even more steps than the 'GROW' model.
[bookmark: _Toc224821359]‘OSCAR’
This coaching method is more adaptable than the ‘GROW’ model, yet it follows a similar structure. 
‘OSCAR’ stands for:
Outcome: Defining the goals.
Situation: Understanding the context and emotions involved.
Choices: Considering the options and possible outcomes.
Actions: Determining the next steps.
Review: Create a plan, then review and evaluate it.
The first step in this process is identifying the desired outcome, which includes what the individual aims to achieve in both the short and long term. Once the goal is established, the person can assess their current situation, including any obstacles and available solutions.
After evaluating all their options, they need to select the right course of action. They should consider when to act and whether they need help or guidance. Ultimately, they must review and assess their progress. Both the ‘GROW’ and ‘OSCAR’ models provide effective coaching strategies to aid individuals in their development as coachees. The ‘GROW’ model is particularly effective in both group and individual coaching settings, especially when there is already some understanding and commitment to the task. However, the ‘GROW’ model may take too long for routine coaching tasks in workplace settings. In such cases, the ‘OSCAR’ model might be more suitable as it prioritises the needs of the situation over a detailed analysis. This approach enhances time management and prevents staff from hurrying into problems. (Miller-Snell, 2021).
The ‘OSCAR’ model provides insights that could enhance the ‘GROW’ model. While incorporating the ‘action’ and ‘consequences’ aspects into the ‘OSCAR’ model is beneficial, their main aim is to strengthen the fundamental elements of ‘GROW’ (Bishop, 2015).
To conclude, despite having slightly different formats and terminology, ‘OSCAR’ and ‘GROW’ share similar concepts such as goal-setting, reality checking, action planning, and evaluation. Depending on the preferences of both the coach and the coachee, each model may be useful.
[bookmark: _Toc224821360]Contracting
Coaching is the next step after confirming that both the programme participants and the individuals receiving coaching agree on their suitability and that their needs and goals match up. Effective coaching involves contracts that outline goals, responsibilities, and accountability for everyone involved, as well as documenting legal and financial information (Sherm and Freas, 2004).
Executives who practice contracting behaviors, like setting goals, defining boundaries, and establishing expectations for commitment and responsibilities, are more likely to reach a shared understanding of development strategies and objectives. Contracting is seen as linked to the relationship between the coach and the coachee, which is built on trust and respect. By clarifying boundaries, trust in the coach's intentions and objectives should increase, while mutual agreement on roles, goals, and expectations can foster positive feelings of shared purpose (Gettman, Edinger & Wouters, 2019).
[bookmark: _Toc224821361]Feedback
Research indicates that the most effective executive coaching includes reflective techniques and non-directive approaches like active listening. Still, how much guidance and advice an executive coach provides varies based on their expertise, although delivering constructive criticism remains a fundamental skill for experienced coaches. In the realm of executive coaching, it is the coach's duty to offer insightful and constructive feedback. Enhancing self-awareness and increasing the client's understanding of their influence on others are two key objectives of effective feedback in executive coaching (Dembkowski, Eldridge & Hunter, 2012).





[bookmark: _Toc224821362]Conclusion
In conclusion, even though coaching and mentoring aim to foster both professional and personal growth in a workplace, they use different methods. Mentoring is more about giving advice and support based on the mentor's own experiences, while coaching focuses on developing skills and achieving goals through scheduled sessions. There are numerous benefits to coaching in the workplace, such as better leadership development and enhanced employee performance. Effective coaching requires a mix of skills, attitudes, behaviors, and knowledge, including strong communication, emotional intelligence, active listening, and an understanding of organisational dynamics. Coaching sessions can be structured to help individuals reach their goals by utilising models like 'GROW,' 'ACHIEVE,' and 'OSCAR.' By developing key skills and applying various coaching models, coaches can help individuals realise their full potential and contribute to the organisation's success.
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