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Coaching And Mentoring Skills for The Workplace
Continuous improvement is a crucial ingredient to the success of any individual or a company. Learning and development are required to enable continuous improvement. Learning and development allow individuals and the organization to increase competence, knowledge, and performance. As a result, aid innovations, attain company goals and deal with change. Due to the benefits that organizations obtain from learning, most companies have developed a learning culture and interventions that facilitate the process. Coaching and mentorship are two learning interventions used in the organizational context to achieve a competitive hedge since they operate in a competitive, dynamic, and challenging environment.  Coaching and mentorship are both used as tools for learning and professional development nevertheless the two are distinct; hence this paper will discuss their similarities and differences and the role they play within an organization.
 To better understand the similarities and the differences between the two terms, it is essential to explore the definitions and theories and models that can be applied. Coaching can be defined as a collaborative process in which clients participate in a thought-provoking and creative process that motivates them to reach their full professional and personal potential (International Coaching Federation, 2021). According to the ICF, Coaching unleashes previously untapped productivity, imagination and leadership. Coaching is an essential aspect of a successful professional development program since it serves as a form of support in revealing a person's potential to achieve their highest level of performance. It aids learners' ability to apply what they've learned to complete complex and independent tasks. In the organization context, coaching has been defined as a goal-oriented, synergetic, regular learning and development approach that provides better goal clarity, improved alignment with organizational responsibilities and roles (Rosha and Lace, 2016). 
On the other hand, mentorship comes from the word mentor, which means an individual helps one grow in skills and decision-making and helps gain a better perspective in life and career. Historically the world can trace its roots to a character in Odyssey, a Greek accent poem attributed to Homer (McLaughlin, 2010). Odysseus invited a mentor, an elderly acquaintance, to serve as a counsellor to his son Telemachus before he embarked on the Trojan War. As a result, the mentor's name has become a shorthand term meaning "a wise and trusted teacher or advisor"(McLaughlin, 2010).  Mentoring is acting as a mentor or facilitating and aiding another individual's development (Kamarudin et al., 2020). In an organization context, mentorship is a training system where a more experienced or a senior person, a mentor, is given a role or acts as a counsellor, guide or advisor to a junior person or one being trained. A mentor has the responsibility of providing feedback and support to the mentee.
	Couching and mentoring, especially within an organization, has several benefits hence various theories and models have been developed to help in better understanding of the two concepts. An example of such a theory is a zone of proximal development (ZPD). ZPD is the difference between an actual individual level of development and what they can achieve when provided with more expert help (Podolskij, 2012). This theory can trace its roots to Lev Vygotsky, who had an interest in the origins of intellectual functioning in society. Vygotsky was more interested in a child's ability for academic growth by social experience than in the child's individual intellectual ability at any given time. Vygotsky established the concept of the 'zone of proximal development,' or the region of sensitivity for learning, to examine this potential and comprehend how intellectual development occurs (Benson, 2020). The theory was initially used in educational psychology; however, it is applied to any field that requires learning and development. This theory is applicable in coaching; it is on the cusp of where a person can only achieve with the help of a collaboration with more capable peers, that is, someone with more expertise, skillset or experience.  It can be concluded that one of the major benefits of coaching and training is the ability to improve an individual's level of development. A high level of employee development in an organization means better employee performance, which translates to more profits, better organization image, and organizational growth (Vosloban, 2012).  
Models used in coaching and mentoring include the GROW model. John Whitmore initially identified the model through his book titled 'Coaching for Performance, and over time it has become the cornerstone in coaching and mentoring within different organizations (Kunos, 2017). The theory is usually used for improving performance and setting goals. The word GROW is an acronym where the letters stand for goal, reality, options and will. The goal in GROW means that at the beginning of every coaching section, goals are set to ensure that focus is maintained. Reality entails looking into the coacher’s current world. Spending time here helps them understand what is going on and how it affects them and others. When the coacher’s reality is apparent, they naturally move to the options stage, where they explore the cause of action. Will refers to determining whatever action the coachee is willing to take. From the growth model used in coaching and mentoring, it can be concluded that coaching and mentoring helps individuals to identify their goals, their options and eventually choose the best cause of action. It is easy for individuals to align their goals with the company's objectives and goals (Brown and Grant, 2010). 
From the definitions and the theory and model that can be applied in coaching and mentoring, it is clear that the two have several similarities. First, the two can be integrated into an organizations learning and development programs since they are methods of passing new skills and knowledge (Al Hilali et al., 2020). In addition, the zone of proximal development theory applicable in both interventions is from education physiology, which entails learning. Both techniques support an individual's improvement. Unlike other learning interventions like technology-based learning, focus groups and self-directed learning, the two require one on one interaction and relationships. As a result, there must be a good rapport or relationship between the two parties for the intervention to be successful. In addition, both interventions require several meetings or interactions to be effective. 
Due to the similarities mentioned above, most people usually use the two terms interchangeably, but the two have differences that make them distinct. Most differences in the two terms are generally seen in the relationship and the structure of the two interventions. The first structural difference is the timeframe. Coaching tends to have a shorter time frame than mentoring, lasting up to six months to a year. The coaching relationship may last longer depending on the type of coaching and the goals. Mentoring relationships tend to be longer-lasting, even more than two years or longer. The second significant difference is seen in the focus of each intervention. For instance, coaching tends to focus on improving performance, whereby its primary intention is to improve an individual's job performance. On the other hand, mentoring is more concerned with personal development. Personal development entails individuals evaluating their qualities, skills, thinking about their life goals, and setting targets to realize and maximize their potential. It goes behold current professional and job functions and takes a holistic approach towards career development (Zust, 2017). 
The third difference is that coaching is usually known to be more structured with regular meetings and schedules. While mentoring is informal, usually on the need basis of the mentee. The fourth difference is seen in who usually provides the expertise in both instances. In coaching, an expert in a specific area, especially the one that the coachee needs to improve, is used, and the coach must have the coaching qualification. While in mentoring, the mentor usually has more expertise and seniority in a given area. The mentee is required to learn through their mentor's experience; in this case, no qualifications are required. The outcomes of both interventions are also different. The results of coaching tend to be measurable and specific, and showing positive improvement is a major focus. While in mentoring, over time, outcomes might fluctuate and change. There is a greater emphasis on the mentee's overall growth than on specific, measurable results.
When discussing mentoring and coaching, a line manager's role cannot be ignored. A line manager is an individual with day to day direct responsibility for a small group of employees. They also report the progress to more senior managers within the organization. One of the major roles of a line manager in the organization is to ensure the employee's good performance that works under them. In so doing, they are responsible for facilitating their growth and development. As discussed, coaching and mentoring are good techniques that can facilitate the development and growth of employees. There are several ways line managers can be involved in coaching and development. First, through the induction process of new employees, whereby they show a new employee how different processes and systems work within the organization. In addition, they may also organize how new employees can work alongside more experienced staff for a given period. In some organizations, line managers may also offer formal training courses, which may range from internal experts to external training under professional bodies. Finally, line managers are responsible for job sharing, job rotation and stretch assignments which can be used to develop the skill set of their team members. Through job sharing, job rotation and stretch assignment, employees have the opportunity to sharpen their skills in various tasks and roles within the organization.
For a line manager to be effective in coaching and mentoring, they need a set of skills. Some of these skills include active listening, encouraging, building trust, inspiring, providing corrective feedback, opening doors and managing risks (Phillips-Jones, 2003). When line managers listen actively, they show their mentees or coaches that their worries have been heard and understood. Encouraging involves the manager recognizing their team members and providing genuine positive verbal comments. When line managers establish trust with their team members, the more dedicated they will be to your collaborations with them, which facilitates mentoring and coaching. Inspiring involves being able to set an example through their own actions or observing other people experiences and challenging the team member to do better. Corrective feedback provided by a mentor should be consistent and genuine. Mentors, or in this case, line managers, are frequently in a place to provide their team members visibility. This entails opening the appropriate doors to enable them to meet individuals and exhibit their abilities to various audiences. Finally, another quality that distinguishes good mentors is their desire and capacity to safeguard their mentees from calamities. 
We live in a world that is always changing, with new difficulties arising in both our personal and professional lives. Changes and challenges can be unpleasant because they force us to rethink or change our routines. Highly resilient people are adaptable, fast to adjust to new situations, and thrive in a changing environment. Most importantly, they anticipate recovery and are confident in their ability to do so. They have an uncanny ability to make good luck out of situations that others might consider negative (Siebert, 2012). Some people are more resilient than others when it comes to dealing with difficult situations. The process of adjusting well to adversity and stressful situations is known as resilience. It refers to a person's capacity to keep their life in balance, retain some feeling of control over their surroundings, and move on in a focused, positive manner (Southwick et al., 2016).
Work environments are often dynamic and challenging; hence it is essential for employees to develop resilience. Since resilience is a process, it is possible, especially for line managers, to use coaching and mentoring as mechanisms that can be used to help individuals in this area.  Mentors and couches have two major roles, which are assisting the mentee or coachee in dealing with present difficulties and increasing their overall resilience (Clutterbuck, 2017). In helping the employee deal with the current situation, the main goal is to reduce the pressures that make people feel like their professional life is out of control. The easiest approach to achieve this is to make a list of everything that is causing them stress, then go over every item with them and see what they can do practically to relieve that stress. To help people build resilience, an excellent place to start would be to clarify the qualities of highly resilient individuals and explore how they may incorporate some or all of these traits into their own style of thinking. Highly resilient people are optimistic, believe in their ability, have clear priorities, are open-minded, not afraid to ask for help, have flexible plans to deal with problems, and are proactive (Everly et al., 2012).
To exercise my coaching skills, I was involved in a peer coaching exercise. The exercise entailed coaching an individual from my class one skill that I was better in and that they felt they were lacking, which was time management. Using the GROW model, we determined the goal, reality, options and will. I thought the experience provided me with a good opportunity not only to introduce someone to technique I use to manage my time but also to the opportunity to sharpen my knowledge on how I can also improve on my management of time. The experience was good in the sense that at the end of the coaching period, the coachee felt that they were at a better place to manage their time. However, it was also a challenging experience since time management is a very broad issue; hence we spent a lot of time dealing with many aspects of time management. This could have been avoided if only we narrowed it down to specific time management issues the coachee had a challenge. For instance, my client had no problem with effective planning through scheduling or setting goals and objectives, but their major challenge was prioritizing tasks and spending the right time on every task. Hence the best approach would have been to allow down to specific issues of time management that we wanted to handle. In future, given the opportunity to coach someone, we would start by setting clear and specific goals to void time wastage.
In conclusion, mentoring and coaching are approaches for growth and development within the organization. They can be achieved using models such as the growth model. They also require a set of skills like active listening, encouraging, building trust, inspiring, providing corrective feedback, opening doors, and managing risks. However, coaching and mentoring are distinct in nature since coaching takes, shorter period is more focused on job performance, and is more structured. While mentoring takes more time, it focuses on holistic development, and it is more informal.  Coaching and mentoring requires a lot of help to give sufficient professionalism and the atmosphere for development, capacity, training, and self-experience relevant to the organization’s structure. This help can be offered by a line manager who usually is in direct contact with the employees.
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