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Introduction 
In modern day organisation there are many things that are taken into consideration that will enable the organisation to utilise their potentials while staying competitive in the business environment. Coaching and mentoring has become one of the ways in which organisation uses to pass information and training to their employees, although both could be similar in the approach being adopted by the organisation but clearly they are two different distinctive skills that organisation uses to impact knowledge in the workplace. 
This report will examine the main purpose behind organisation adoption of coaching and mentoring skills in the workplace will also evaluates the differences and similarities between the two skills. Looking at the different models of coaching such as the GROW model of coaching and mentoring, OSCAR model for coaching and mentoring and FUEL model. The report will also look at the impact of developing individuals within the workplace environment, because many organisations that are making progress and gaining the market share will have to deal with the skills, attitude and behaviour of the employees that needs to coached and mentored through a period of time. Therefore this report will critically evaluate the skills of coaching and mentoring how it impacts the organisation both internally and externally. 










Explain the purpose of coaching and mentoring skills in the workplace. Discuss the similarities and differences of coaching and mentoring activities 
The concept of coaching within a workplace environment is becoming a very important that organisation are using to empower their employees. According to Steve (2016) the process of coaching involves the passing of knowledge or experience from the mentor to mentee, in a way that will help the individual to improve their skills, brings about increase in the knowledge of understanding the job specifications. Coaching could be seen as a mutual communication and sharing of knowledge between the coach and the student with the aim of improving at workplace that will give the organisation competitive advantage (Fred, 2015). On the other hand mentoring is the becoming what most organisation are adopting to enhance performances among their employees, according to Martin (2014) mentoring is more of a relationship than coaching because the role is to assist and support the individual to develop in the workplace. The current trend of mentoring is more of a sustainable relationship at the workplace through transferring of knowledge from a more experienced individual to a less experience in order to improve the organisation. According to Fred (2015) this is often a non-judgemental relationship that is geared towards helping the individual develop with the organisational goals and vision. 
Here are the difference between the coaching and mentoring: 
Coaching is task oriented: 
Most at times the coaches places emphasise on concrete related issues such as ability to manage more effectively communicate with colleagues and customers adequately and requires template of activities that needs to be completed in a sequential order (Brain, 2015)      The pay attention on a more solid issues, like handling efficiently, speaking correctly, and how to think accurately. It needs a coach who is able to educate student on how to make good use of their skills (Brain, 2015).
Mentoring is relationship oriented: It looks at making an encouraging work place for student to say what is affecting them in terms of their professional or personal success. It looks at a particular educating tools which can be used for making relationship, it concentration looks above areas to put in things, like work/life balance, self-confidence, self-perception, and how the personal influences the professional (Armstrong, 2013).
Coaching is short term. A coach can get along with the students for little period of time or just in few session successfully. Coaching may take as long as it likes this happen base on the relationship and purpose. (Sidney, 2015).
Mentoring is always long term, for mentoring to turn out good, it will need time from both partner so as to get to know each other and also which trust can be developed which will bring about a secure environment for student to be able to say what affect their success. For a mentoring relationships to succeed it needs up 9months or a year, this leads to growth and being meaningful (Ian, 2013)
Coaching is performance driven. The reason for coaching is to bring about change on how people perform on their jobs. These happen by brushing up their skills and getting ton learns new ones. Once a new skill is learn there will be no need for coaching again (Ray, 2013).
Mentoring is development driven. The sole aim for this to advance the individual not just for the purpose of the present job but also for the purpose of the future. These clearly state the work of a manager and that of the mentor. It reduces the chances of conflict coming up between the worker's manager and the mentor (2015).
Coaching does not require design. Coaching can be led very quickly on some random point. In the event that an organization tries to give coaching to a big gathering of people, then positively a measure of configuration is engage with request to decide the sills aspect, professionals needed, and evaluation instrument used, but this does not really require a long lead time to really carry out the coaching program (Jones, 2013).
Mentoring requires a design phase, to know the important reason for mentoring, the pay attention to the aspect of relationship, particular mentoring model, the main aspect that will lead the relationship, mostly the matching method (Weeks, 2015).
The student's immediate manager is a critical partner in coaching. They give the coach the feedback on the area where their employee needs coaching. Information that the coach has is now use as the guideline in the coaching process (Neil, 2016).
In mentoring, the immediate manager is indirectly involved. The manager sometimes gives ideas to the employee on how well the can gain from the mentoring exercise or likely  to tell the committee what will make a better match, there is no connection between the manger and the mentor and there is no conversation whatsoever all through the mentoring period.  This aids to keep the mentoring relationship's honour (Tim, 2014).
Here are the similarities between mentoring and coaching
Mentoring and coaching may have unique different purpose and outline, but the intertwined in the process taken by each other. They both have the same ability listening, questioning, supporting, celebrating and more (CPID, 2015). A mentor is most likely to be controlled by who they are and what they have attained as a person in their mentoring role. Therefore mentoring relationships often just ‘happen’ as two people across the levels gel and work in a way to a mutually beneficial relationship. Mentoring has a lot to do with the relationship. Differently to a coach, or a respectable one, they are well trained with solid skills on how to help people deal with their problems (Armstrong, 2016).Relationship between the coach and the person is rest on being coached and how they have succeeded in a particular area. As an example, coach is given the duty of making sure someone can speak with boldness or have a change of heart in term of their career. In the interim not every person is lucky enough to discover, or be driven to, an advantageous mentoring relationship. Even on the off chance they are, mentoring has its constraints as it is anticipated on the information and aptitude of the mentor. However, anyone can utilize a mentor, regardless of whether by and by, or utilize on their benefit on their benefit in light of an occupation related objective.
[bookmark: _GoBack]Both mentoring and coaching are geared towards making the individuals or group a better person equipped for the services that will needed in the workplace, although mentoring time bound depending on the task that is being allocated but on the other hand coaching require diligent completion of the task without impacting of the characteristic of the individual. According to Malcom (2013) coaching will help an individual to prepare for a particular task such as a football team practicing on the tactical approach that will use for the opponent teams. Whereas mentoring is long term relationship that is link to the career of the individual through building a strong personality and character from an experienced person in the area of profession. 










Using a defined model of coaching or mentoring, critically evaluate its benefits for developing individuals’ workplace effectiveness. 
As, any organisation uses different models in dealing with their couching and mentoring approach. Therefore within this report will be considering the model that is being applied by Samsung Corporation Ltd, being a multinational organisation that is globally presence in most the developed and emerging economies using a GROW model will benefit the organisation. 
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(Figure 1: Sourced: Pete, 2012, p12-15)
· G: Goal, this phase of the model entails that all the employees and the coaches will agreed on a particular goals that will needed for them to achieve the set out objectives. According to Lisa (2015) goal setting is very crucial in the business environment as this will allow for both the coaches and the students to have specific targets that they want to achieve within a given period of time. The process of coaching at Samsung Corporation Ltd means having a vital place for developing on a personal level. As part of the organisational challenges sometimes the managers are faced with employees who are struggling to cope with the work situation because of low confidence, but because of the goal in the organisation it will be through the aspect mentoring that the confidence of the employees be restored. On the other hand using the traditional approach will entail sending such employees to go for assertive short courses and this will help them improve their confidence and communication skills but unfortunately this process is not producing the desire result as will be needed by the organisation (Hayes, 2015).  Even though external performance may alter, there is high tendency that it needs to be back up with internal performance of the individuals. During this process is where the concept of coaching becomes very relevant so it is important not to underestimate the importance of coaching in the work environment.      R- Reality, getting the real situation of the organisation aspiration helps the organisation to channel their resources and the coaching to bring about actualisation of the organisation gaps in terms of their customer services. It is a vital step. Many a times individual try to give solution to the problem or grasp the goal without thinking of  where it all began, and  mostly do miss out on some information that can help in reaching  their goalswell. (York, 2013). At Samsung the managers will examine the gaps within the organisational operational process and will use the identified gaps in designing the type of coaching program that will be beneficiary to the organisation and the individuals. Because Samsung relies on the development of individuals within the organisation to give them competitive therefore the organisation invest in the process of ensuring that all the employees are adequately trained for the task. 
· O- Options, this stage provide the coaches and the students with different options to explore that will enable them to achieve the aims and objectives. It becomes very important at this stage all the hindrance within the organisation is being discussed and any unresolved is dealt adequately. According to Sidney (2012) options within the coaching process in the place of work is relevant and important, through taking options from other people within the organisation. As part of the organisational practice the different options will be highlighted and the employees are given opportunity to explore and gain understanding of each of the options and what they entail. The position of the coach or the mentor on the options will remain open depending on the circumstances of the mentee, therefore after due deliberation and discussion of the options  it will be ideal to choose that ones that best suits the situation of the organisation. In the case of Samsung getting the right information that will be useful in the design of the materials that will be needed by the coaches. 
· W- Will, the end stage is when the customer takes a firm action in other to get to their aim. Plans are being put in place with the coach controlling the ideas discussed by the mentee – including specific guidelines and timings in order to make achievable progress. Any potential obstacles that may be encountered during the process are identified and subsequent solutions are considered, including an outline of the support required throughout. Both mentor and mentee should remain flexible throughout the entire process, and goals/actions may need to be altered to react to both positive and negative events. 
GROW model another coaching and mentoring models which is put into leadership and managerial practices, it cut across all type of industries. It is use as a basis to create a organized and systematic process which the competence and effectiveness of internal coaching practices can be better, to bring about good turn over on investment (Knight, 2013). Together with these, if leaders of the team or manger are given the necessary coaching equipment like GROW, they will be able to use with motivational and other ways to meaningfully improve workplace presentation, within team and individual levels. A coaching will give returns by giving people the necessary tools and ability to take on bigger responsibility in terms of obstacles and goal-setting in their own lives (Pete, 2015). 
Benefits of using GROW model at Samsung Corporation Ltd
An organisation like Samsung Corporation Ltd benefits within the use of GROW model in their coaching and mentoring approach as it will help the organisation to maximise the potentials of the employees. Because this process follows a sequential templates that allows for a particular process to be completed before moving to the next phase of the mentoring program, some organisation like Google Inc that have use the approach are yielding positive result. With this outcome the model has become a globally accepted way of coaching and mentoring at the workplace with it goal setting approach, helping individuals to gain confidence and become more productive (Smith, 2015). The ability of the model to transfer knowledge to any individual from any background without difficulty makes it a better approach for Samsung Corporation Ltd with their multinational identity.  
Here are the benefits that Samsung Corporation Ltd will gain from GROW model:
· Establish and act towards achieving goals: at Samsung Corporation Ltd the coaches will allows individuals to express their potentials, because it is an innovative organisation that needs to be on top of their strategies at all times. The coaches will also act like guidance to employees through giving them the support that will be geared towards the organisational aims and objectives. According to Payne (2016) working towards a particular goal and objective will help the coaches and the mentor to design their training and programs to suit the purposes. Once the coaches have design the needed goals that are needed to be completed within the short term the long term strategy of the organisation, the next process will be to manage the individuals adequately and the result process will be enormous.  
· Increased engagement: the organisation will benefit from the engaging relationship that will be generated between the coaches and the student. According to Ashley (2016) an engaging environment between the employees and the employers is very important for continuous growth of the organisation and sustainability. An engaged employee will put more enthusiasm in the workplace, the possibility to learn more skills. The increase level of retention in the organisation will lead to increase productivity and reduction in the number waste within organisation. This model gives the coaches and student an engaging atmosphere that foster knowledge sharing and skills development.   
· Safe Place to Gain Perspective: according to Ashley (2016) coaches are seen as individuals that help both organisation and individuals to go through process of transformation without too much difficulty. Depending on the perspective the coach is coming from it is very important that the organisation provides a safe place where they can exercise their authority and make decisions that are important for the coachee. Samsung Corporation being an innovative and technological driven organisation relies on the use of mobile devices to check the progress of the coachee. In depth learning and comprehension are achievable under a safe environment, therefore having a relationship between coach and coachee is very relevant to enable the individual gain a good perspective of the organisation vision.  
· Deeper Level of Learning: the concept of coaching is not only the process of improving the skills of an individual but it also requires an in depth learning of the different personalities of the individuals within the organisation (Smith, 2015). It is an exponential growth of the individual’s knowledge and gaining more insight into their personality, and ability to relate with other people within and outside the organisation.  In Samsung Corporation Ltd, setting up schools that allow for the new intake of the organisation to pass through basic skills acquisition process that will allow the m opportunity to learn and understands how the organisation is working. 
· Build Personal Awareness: the functionality of the coach is not only tie down to teaching the individual professional skills that is needed in the workplace but also to improve the personal development of the individual. According to Richard (2012) getting an awareness of individual’s weaknesses and strength is essential to build important personnel. Each individual has areas that not coordinated within their career and it is the work of the coach to point out these spots in the individual, giving the individual an honest feedback will help in shaping the person into a better leader in the future. 
· Support for Improving Specific Skills: organisation like Samsung is providing an enabling environment that will support the skills of the employees to be developed and transformed. According to Ashley (2016) specific skills development demands special process. Although will prefer placing more emphasis on the development of skills that will benefit the organisation at the long run, therefore the involvement of the coaches in the process of learning specific skills that are related the organisation goals and vision. The organisation are developing an application that will help the coachee and the coach to interact and learn new skills without having to see face to face, special task will also be given to the coachee to practice in order to aid their learning capacity. 












Critically explore the knowledge, skills, attitude and behaviours needed by an effective workplace coach or mentor 
Successful pragmatic leaders are aware of the key knowledge that is essential to a coaching dialogue. They are:
· Listen with Curiosity knowledge: For the coaching process to be effective it is require that having a listening hear to the needs of the students and the customers will go a long way in making the process more effective. According to Hayes (2015) listening and acting with the insight knowledge are very important tools needed by a coach in the workplace. Ability to listen to the students is very important as it will help in dealing with their situation adequately, although the level of curiosity within the workplace could impact the coaching capability but it is preferable to have an open minded approach. 
· Reflect with Accuracy knowledge: the knowledge to reflect on the accuracy of the coaching materials that will be used for the training of the students and the employees is very important. It is require that the coaches are able to reflects on the individuality of the employees and design the materials that will be beneficiary to the individuals and the organisation. According to Sidney (2013) accuracy of knowledge is very paramount in the coaching practice because knowledge impacted will be used for several other reasons. As a coach it is mandatory to adopt principle that will validate all the information received and given out to the trainee. 
· Questioning for Exploration knowledge: once the coaches are able to explore the questioning attitude of the students to increase the trust and confidence in them. Feedback is often thought of as being inherently critical, but that need not be the case. According to Amos (2012) questioning in the workplace reduces the chances of an individual making mistakes and it will help the individual gains knowledge. In the concept of coaching individuals it is very imperative that a lots of questions will be ask just to clarification of purpose. It is require of the coach to exhibit a good conduct in dealing with situations that will demand rigorous questions from trainee.     
· Provide Feedback for Development: To succeed as a coach, they must take care and select how they employ feedback, having in mind that a bad or half-baked feedback can make their mentee not to have confident in them. Coaches who are successful must evade the fault of using feedback as a mean for affirming expertise. Feedbacks that are not clear, cocky or unconcerned can make the mentee to build a defence and it will affect the trust in the relationship. So when giving feedback, coaches must make sure it is clear, important, helpful, and positive.
· Goal-setting: because coaching or mentoring requires a high level of focus from the students to help in achieving the desire result, the coach will become more like the leader for the student directing their path and gradually guiding them to a goal that is being set out by the organisation. According to Smith (2015) coaches with goal-setting aspiration applies the SMART objectives to aid in achieving the goals of the organisation. In Samsung Corporation Ltd, the goal-setting process will mean coaches will act adequately at all times to align their programme aligned with the organisational goals.       
· Looking ahead: coaches and mentors looks ahead of the present situation in an attempt to make sure that all the lesson learnt and useful to the organisation and the individual for both short term and long term benefits. According to Dean (2012) it is good to plan ahead of any situation within the workplace as it will mean looking above the present situation and making sustainable plans. A good mentor and coach will be able to strategically design programmes that will cut across other sectors of life. Organisations like Aldi supermarket are making sure that all their employees can take up any task from the least to the highest in that way they are planning for any unforeseen circumstance that might prompt up in the organisation.                   
· Intuition attitude: It does not matter whether you call this a hunch, intuition, a sixth sense, mirror neurons or your unconscious mind – what does matter is how willing you are to trust this feeling and act on it, in the hope that it might help the coachee. Sometimes the effect can be like a thunderbolt – the other person cannot believe how someone ‘picked up’ something vitally important that they had not been fully aware of. Other times, the coachee looks at you blankly and it turns out your ‘insight’ is either obvious or useless. Because of this uncertainty, it is very important not to get too attached to our coaching intuition, and to always check whether it matches the coachee’s reality. According to CPID (2015) the ability to act with an intuition could most at times depends on intends of the individuals. In organisation like Samsung Ltd employees are allow time off work to use their intuition in designing products and this may not be the handwork of the coach but rather their believe. 
The behaviour of coaches within a workplace is very crucial to the outcome of the coachee capabilities, because according to Evans (2015) trainer behaviour is significant to the output of the trainee. Many organisations are declining in their profitability level because of the behaviour of the employees and this is mostly attributed to either the leadership behaviour or the coach or mentor. A good behaviour from the mentor or the coach will have a direct reflection on the individual’s capabilities and work ethics. Although it is obvious those coaches may not be able to train an individual on how to behave but they can guide the individual on how to behave properly with others. Therefore the concept of changing someone way of behaving is entirely up to the person to either follows the instructions or decides to put their perspective. 
In conclusion, the concept of coaching and mentoring in the workplace is very beneficiary to the organisation as it will lead to sustainability of the organisation as knowledge will be transfer from the generation to generation. Samsung Corporation Ltd discovers that the most unique way to create an engaging work environment that will lead to employees getting motivated and willing to stay in the organisation for a longer period of time. Although it is required that the organisation create an enabling environment that will prompt employees wanting to learn new skills and taking responsibility of their actions, Samsung Corporation are gradually gearing towards the right direction. The GROW model is relevant for an organisation that is continuously faced with new challenges of innovation and initiative to constantly stay competitive in the business environment. This is one of the reason it is the best model for the organisation.  
The dynamics of organisation training and personal development are changing with the current paradigm of ensuring that saving cost is helping the organisation to stay competitive, therefore the aspect of coaching and mentoring is changing the phase of knowledge acquisition within the workplace. Since the introduction and modification of mentoring and coaching organisation are saving more from the cost of training their employees by an external personnel. This is what many organisations such Google, Toyota and Apple are incorporating into their organisational culture, which is helping them to exercise the process of economic of sales. Samsung Ltd stands to benefit from the process of adopting a unique coaching model that will look at the growth of the organisation and the growth of the individuals, reality of the growth is measured through the outcome and the number of employee being retained by the organisation. Options available for both the coaches and the trainee to explore in learning new things within the organisation and the will power to ensure that what was started is completed, this is the GROW model.  
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