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[bookmark: _Toc33347895]Introduction

In the current era of business, coaching and mentoring are very important activities due to the competitiveness of the market derived from quality difference of services and products. In modern management, business organisations consider human resources and a crucial resources and important assets for the achievement of the organisational goals and objectives and believe strongly in development of human resources (Sitlington, 2012). To ensure the achievement of organisational goal, carrying out of human resources job are required to be done though building their skills through coaching and motivating them through mentoring. Both mentoring and coaching are popular tools of capacity building and leadership building. This study on coaching and mentoring skills for the workplace is going to be conducted in the context of Waitrose, a UK based retailer chain.

[bookmark: _Toc33347896]LO 01: Critical evaluation of the coaching and mentoring purposes within the context of an organisation

[bookmark: _Toc33347897]Definition of mentoring and coaching
Coaching: In the tough and competitive era of business world, for ensuring organisation’s survival and bringing prosperous condition, organisations need to perform at their best and with high effectiveness and remain motivated towards the achievement of organisational goal. For capturing a prominent position into the market, organisation must have efficiency in skills and activities including high importance controlling issues, stress management, time management, innovation and creation activities, decision about time of relationship establishment between staffs, leadership skills, conducting and controlling of meetings (Karakose, 2015). Through the use of coaching, organisation can bring efficiency in these skills.

Coaching can be defined as a structured process for the bringing of betterment of information and skills by an organisation. Development of organisational capacity like conducting instructional reform through increasing of leadership, helping the management in relocation of resources, improvement of data and instruction like employee’s feedback and observation regarding pedagogy, new content learning through small group and instructional strategies are the activities of coaching. 

Coaching focuses on meeting specific objectives within previously determined time where its main concern is increasing of performance and development of certain skills. With specific purpose, coaching usually takes place on one-to-one basis where a planned program is usually taken with a comparatively shorter time than mentoring (Karakose, 2015). It is clear that goal of learning is determined here in advance. Coaching and mentoring can be used to complacent to others but most often they are considered as stand-alone activities.

Mentoring: On the basis of activity with wide ranging specific goal, mentoring is an indefinite relationship which doesn’t have a formal process. For an extended period of time, a group of people or individual who works as a facilitator is a mentor. Agenda of mentoring remains open and evolves in the longer term as it seeks for the building of wisdom and ability in skills, experience and knowledge application in new processes and situations. A number of critical benefits can be delivered to the employees of the organisation by mentoring relationships. Organisations overall competency base including employee’s competency and acceleration of learning can be done through mentoring.  Organisations assurance in resourcefulness, flexibility and agility in difficult times are helped by mentoring through the drawing of guidance to the seasoned professional (Eriksson, 2013). Through the uses of feedback loop, mentoring improves services and products work quality. Collaborative ties can be built between work units and organisation along with strengthening of networks by mentoring. The commitment and loyalty of employees can be fostered, and morale of the employees can be improved along with the enrichment of the organisational culture by making it accountable to the society by mentorship.

Mentoring activity assists in having good work experience, good knowledge about the products and structures of the organisation, good understanding of the organisations procedures and structures and setting of procedure regarding the mentoring of the organisation (Eriksson, 2013). Mentoring sets suitable procedure for developing the new and un-experienced employees in a friendly and informal way. Irrespective of the business, size and structure of the organisation, organisation generate benefits from procedures and process and mentoring.


[bookmark: _Toc33347898]Differences and overlaps between coaching, mentoring, counselling and training and selection of most methodological approach

Although mentoring, coaching, counselling and training serves common purpose, there are many differences among them.

	Keys
	Coaching
	Mentoring
	Counselling
	Training

	Meaning
	Acquisition of skills and knowledge supervised by manager.
	Its transformational and a human development activity.
	Act of helping someone in his problem (Varlami and Bayne, 2007).
	It is developing, teaching oneself in knowledge and skills for achieving competencies

	Goal
	Improvement of behavioural performance for professional and personal success.
	Supporting and guiding professional and personal growth.
	Improvement of performance below standards.
	Transferring specific skills and knowledge

	Results
	Achievement of goal
	Succession
	Improvement of performance
	Learning results

	Approach
	Helping groups or individuals in taking ownership and self-discover for achieving desired goal. 
	Transferring mind-set, wisdom, experience, best practices, skills, tacit and formal knowledge
	Confronting, correcting and instructing of behavioural or attitudinal changes
	Transferring specific skills and knowledge (Varlami and Bayne, 2007)

	Focused areas
	· Focusing on the coaches’ goal.
· Helping the coaches in self-discover of hidden potentials and making of behavioural and performance changes.
	· Focusing on mentee’s career and personal goal.
· No specific plan for learning
· It can be done informally and formally
	· Managing of below standard performances of the employees.
· Listening to their issues, giving of feedback and managing of expectations explicitly.
	· Helping the student in acquiring specific skills and knowledge.
· Learning based on predetermined curriculum for learning.

	Relationships
	Collaborative
	Advisory
	Performance improvement
	Teaching

	Communication styles
	· Asking questions, listening and giving of feedback
· Non-directive
	· Asking questions, listening and giving advice
· Non-directive and directive.
	· Telling, advising and asking questions.
· More directive than non-directive
	· More directive than non-directive
· Telling, advising and asking questions.

	Duration
	Medium and short
	Long and medium
	Short 
	Short 

	Time orientation 
	Future and present
	Future and present
	Present and past
	Present



Although these strategies have lots of differences presented in the table, their overlapping points in some perspective is also witnessed in the table. But key points of their overlapping are discussed below:
· Coaching: Coaching is about supervising an individual, knowledge and skills acquisition for improving capabilities and competencies of the employees. That’s why coaching overlaps with training and mentoring in some extent because alongside guiding and criticizing, it motivates the employees.
· Mentoring: Personal and professional relationship between two people is known as mentoring where major requirement is having of a caring heart and experience (Weiner and Higgins, 2016). As mentor helps mentees academically alongside psychologically, socially and personally, it overlaps with coaching to some extent. 
· Counselling: Counselling is termed as an act of helping someone through social and personal problem which establishes a personal relationship among them and that is where it overlaps with mentoring.
· Training and selection: It are concerned with development of skills and knowledge which increases competencies of the employees. Having specific goals about improving employee’s performance, productivity, capacity and capability, training and selection overlaps with coaching.


[bookmark: _Toc33347899]Coaching and mentoring organisational and individual benefits

Organisational benefits: For aligning company goals with employee’s professional development, coaching and implementation program are implemented by Waitrose like targeting new employees for the development of product through mentoring program when organisation derives for the introduction of new product to the market. The goals of the business organisation can also be benefitted by focusing on organisation’s weak areas and developing employees. Following organisational benefits can be received by the organisation through mentoring and coaching of its employees.
· New employees can be helped in getting used to organisational culture during their initial days to the organisation and they can match the speed of the organisation as per the policies and procedures (Seim, Møller and Jensen, 2013). Mentoring can assist both leaders and employees in their performance by providing them information about corporate culture and new corporate trends thus especially young professional may assisted in settling into their organisation according to their role.
· Through proper coaching and mentoring, individuals can be provided practical knowledge by bridging gap between actual business practices and educational theory and thus growth and development of the employees can be achieved.
· Boosting of the employee’s engagement and morale are helped through mentoring which starts with increasing of morale and ends in increasing of career development and organisational productivity. It is widely accepted that there are numerous benefits that actively supported by mentoring.
· Coaching and mentoring help in reduction of employee turnover which boost organisations productivity as we know employee high turnover rate costs huge money for the organisation in the form of training of replacements and recruitment hiring (González and Rivarés, 2018). As mentoring and coaching are also costly, Waitrose weigh its benefits and cost and goes for mentoring and coaching when its benefits is higher than its cost.
· Effective mentoring and coaching results in the development of team efficiency as its process enables the managers and leaders in identifying each of the employee’s weaknesses and strengths and thus Waitrose gets allowed in capitalising of its resources by smoothening whole teams work.

Organisation of all level are largely benefitted through mentoring and coaching when those are conducted in a productive and efficient manner as these provide a connecting, growing and learning door to the employees within the organisation.

Individual benefits of mentoring and coaching: Although there is difference but mentoring and coaching are interrelated to each other significantly as both gears towards the helping of people in realising their potentials, reaching to their goals and leading a better and quality lifestyle. Individuals got help in securing personal information which is a major individual benefit. Other benefits are:
· Realising ways to connect: Employees are taught to adapt with workplace culture and environment by mentoring and coaching some of which initiatives are imposed as a compulsory for the new recruits (Hollenbeck, 2013). As employees in the organisation works together towards common goal, mentoring and coaching brings them forward in establishing positive connection among them and make the workplace better one.
· Learning the growing of the company: The loyalty of the employees is encouraged rightly by mentoring and coaching in organisation like Waitrose. Employees gets greater understanding about the prospects of their career which assists in sensing of connection and commitment to the organisation. Open communication is fostered into the organisation as employees feel confident about their superlatives.
· Team efficiency: Every individual employee’s performance can be improved through proper and efficient training which results in the success of the whole team. This assists the employees in realising their own weaknesses and strengths along with dreams and interests and allows protocols for leveraging all of their interests.
· Motivation: Even sleepy business can be brought into liveliness by coaching and monitoring which works more effectively in case of individuals (Hollenbeck, 2013). Employees gets enlightened personally which results in evolving as brand of the new ventures and development of new services and products utilising available resources. Coach helps individuals in realigning their goal with the organisations which retaliates their innate fear and ensures their performance according to the full potentials.

[bookmark: _Toc33347900]Costs and benefits of mentoring and coaching

Costs of mentoring and coaching: Unfortunately, mentoring and coaching are not free rather both time and money are required for the development of mentoring and coaching programs internally. 
· Internal programs of Waitrose require mentors or coach’s development and practicing of their skills over learners, keeping of their records and ends with the individual coaching sessions time allotment (Vatutin and Yeshchenko, 2013). In some case, organisation found mentoring and coaching impracticable due to the required time for both the instructors and learner employees as this results in huge cost. 
· Sometimes, managers don’t have enough time to form a structured mentoring or coaching program as they take lots of time in getting things done than conventional method. But learners learn to perform differently and more permanently which leads through a thinking process embedded in repeatable changes. 
· If all the solution of the employee’s problem is given by the coaches or mentors, their intention will move towards spoon feeding and ultimately natural inclination are created into their mind about returning to their source of answer which decreases their thoughtfulness.
· In case of internal mentoring or coaching, managers are the coaches and mentors who are unable to do their operational tasks which affects the organisations operational performance.
In case of external coaching and mentoring, major financial costs are:
· Being very expensive in nature, the human resource cost of the organisation increases significantly but Waitrose considers these costs as its investment into the organisation.
· On the other hand, mentoring and coaching reduces organisational costs by increasing the existing employee’s efficiency instead of employing fresher (Kakarala et al., 2018).
· Employees who receives coaches and mentoring, requires time and resources for further practices and thus organisations operations get affected and to deal with it, they are required to employ new employee at both managerial and subordinates’ level which results in increases of costs considerably.
· Managers get involved into formulation of strategies in making of strategies for mentoring and coaching which kills their working hour and thus their overall operational performance gets affected.

In mentoring and coaching activities, its costs are considerable always, but their outcome can be utilised in strong business case through considering the required knowledge and careful research on it (Orwig et al., 2015). At the end of the day, Waitrose management recognises the value of the business and thus increases their preparedness to invest.

Benefits of mentoring and coaching: Waitrose’s monitoring and coaching services are designed to assists its participants in:
· Exploring of skills, desires, motivations, needs and through processes.
· Identifying solutions to the problems and undertaking of necessary actions.
· Setting of appropriate goals and assessing of progress
· Committing to the actions and developing of lasting personal growth and changes.
· Ensuring of continuing improvement about development of new skills and competencies.
· 
It is believed that, client’s staffs will be transformed into tomorrow’s leader and manager and they will be ready in taking of unpredictable and complex challenges regarding the working in turbulent times (Orwig et al., 2015). Skills and competencies of the individuals are developed along with the strengthening of individual’s connection to organisations corporate objectives.

Waitrose’s employees receive help in discovering and embracing truths about themselves through the organisations mentoring and coaching campaign. People who got stuck into their repetitive behaviour become able in realising realistic view instead of distorted view, are enabled in learning own strengths and weakness which prepared them in giving efforts according to their full potentials. The individual feedback giving mechanism of Waitrose works perfectly due to its effectiveness in mentoring and coaching. Positive changes are occurred at Waitrose due to the environment of making the individual aware about their own personal style.

[bookmark: _Toc33347901]LO 02: Critical analysis of the values, beliefs, attitudes, behaviours and skills of an effective coach and mentor and effective application of strategies for coaching and mentoring at an appropriate level

[bookmark: _Toc33347902]Alternative strategies for supporting and developing of employees

It is quite hard to find great talent and it’s even been harder to retain talented employees into the organisation. Organisation can do this talent hunting and keeping them engaged to the organisation through continual reinvestment in developing of employees by implementing different strategies. Mentoring and coaching are two strategies for supporting and developing employees but alongside these two strategies, there are following strategies:
· Creation individual development plans: The managers at Waitrose may sit down with its subordinate employees to discuss about their career goals and interests and formulate a development plan accordingly (Goldman, Wesner and Karnchanomai, 2013). As all people may not have same goals or perspective, this man to man conversation will help Waitrose in bringing a roadmap for individual employees which includes realistic timeframe for achieving their measurable goal. This strategy will facilitate Waitrose in generating high return on investment on the employees.
· Providing performance metrics: Setting up a quantitative metrics containing employees goals and efforts to achieve that goal for making them understand, is another strategy for supporting and developing employees. Employees may find the segment where they need to put more effort through this metrics if it is not met properly. On the other hand, accountability of the managers and employees are driven by this performance metrics as it usually paired with effective leadership.
· Providing opportunities outside of job function: Compartmentalized nature of today’s organisation established a culture of employees operating only within their function or department, but they need to come out from this culture for bringing development (Goldman, Wesner and Karnchanomai, 2013). Waitrose can organise cross training session for the employees which will make them understood all organisational work aspects and prepare them for a bigger role. Employee’s awareness, organisational knowledge will be enhanced, and they will perform more effectively. Then these employees will be ready for taking additional responsibilities that will lead them to new situations, expansion of skill sets, addition to challenges and finally it will encourage them in thinking on their own feet. These will enhance their success probability in new and different role.
· Giving of constructive feedback: Instead of disapproving, chiding and criticising, managers at Waitrose can provide constructive feedback including specific recommendation that supports and develops the employees (Kuvaas, Buch and Dysvik, 2016). It can be tied to personal development plan or performance metrics and delivered regularly for getting a better result. Organisation can bring a measurable difference by using feedback to the employees as a tool for recognition and growth.
· Removal of barriers: Waitrose may not able to facilitate high performance training and dynamic growth through the implementation of cross functional development if it remains rigid to organisational processes and structures. Managers can encourage a fluid approaches to working and learning through designing a system, knocking down walls and bridging silos. Employees should let explore and offer open environment for work to bring changes into them.
· Linking to professional network: Waitrose can allow and help its employees to assess additional contacts for bringing growth in their career. Organisation can formally send them to workshops and training courses, sign them up for professional industry associations and create networking events (Kuvaas, Buch and Dysvik, 2016). They will receive additional support about growing personally and professionally if they receive information, advice and support from their additional connection.
Waitrose can use these strategies as alternative strategy to coach and mentor or use them alongside coach and mentor for supporting and developing its employees.

[bookmark: _Toc33347903]Corporate objectives and contribution of mentoring and coaching

Every organisation run on the basis of some long term and short-term objectives all of which are associated with human capital. Most important corporate objectives of Waitrose are profit maximisation through enhancing employee’s efficiency and engagement, motivating staffs for enriching the customer service, increasing of team efficiency and minimisation of cost for outbalancing cost by revenue.

Mentoring and coaching contributes significantly in achieving these corporate objectives but before that we should recall corporate coaching and corporate mentoring.
· Corporate coaching: Helping the employees in getting out their best performance by exploring their true potentials are corporate coaching (Denison and Jones, 2016). Corporate coach are two types namely internal coach and external coach where internal coach are coaching champions into the organisation who are specially trained while external coach offers wider experience value from outside the organisation.
· Corporate mentoring: Waitrose has also taken mentoring as a complementary of coaching as per tradition as mentoring is a very powerful tools for the individuals who are willing to learn and grow within the organisation.

Coaching and mentoring can be employed at Waitrose to get following contribution from them:
· Mentoring and coaching ensures the enhancement of the strategic thinking, problem solving skills and skill level of the employees
· The job satisfaction of the employees increases significantly.
· They promote personal and professional growth of the employees (Denison and Jones, 2016).
· Individual self-confidence and appreciation are increased through this
· Weaker sections of the employees are recognised and shuffle them into potential successes.
· Problem analysis skills are enhanced
· They help in the development of a healthy relationships among supervisor and management.
· They help in lessening the sense of disappointment and low esteem
· They provide perspective about thinking of a better career and role of the employees.

These contributions of mentoring and coaching at Waitrose results in the following:
· Mentoring and coaching create an advantage of having well-performing and more skilled employees which results in better service for Waitrose.
· The employee retention rate becomes higher (Mignonac and Richebé, 2012).
· The utilisation of human resources of Waitrose reaches to its fullest.
· It has enhanced the possibilities of attaining of success and goals.
· The plan for succession is well planned and drawn in advance
· They develop expertise and skill set of the employees
· There is overall improvement of communication at the workplace and into the overall institutions brought by mentoring and coaching.
· This strengthens the ethics and culture of the company.

These above contribution of mentoring and coaching has resulted in the achievement of corporate objectives of Waitrose. Those contribution of mentoring and coaching results because of the following:
· Creation of a collaborative environment in the workplace of Waitrose where employees are committed and willing to develop, improve and expand themselves as professional training is very productive there (Mignonac and Richebé, 2012).
· Employee’s requirements are recognised by the organisation for their professional learning which must be attained for raising organisational yardsticks and standards.
· For coaching and mentoring programs, there are sets of styles and standard method.
· The redefining of employees work role are done for incorporating coaching and mentoring
· For effective mentoring and coaching, mentor and coach bear critical professional and personal characteristics which enables them in giving constant coaching and bringing of improvement for employees’ development.
· Mentoring and coaching makes the employees understanding their duty and requirement for attaining both their personal and professional growth.
Thus, a round contribution on the organisation and its individuals are placed by mentoring and coaching which results in the attaining of corporate objectives.

[bookmark: _Toc33347904]Organisational, operational and individual barriers and strategies to overcome them

Whilst a significant part of the organisation is played by effective mentoring and coaching, there are several frequent barriers which are very essential to be understood and addresses to increases mentoring or coaching strategies success likelihood. Major organisational, operational and individual barriers to mentoring and coaching are:
· The organisational culture: If the organisational structure is red tape and where leaders tell employees about what to be done conflicts with the principles of mentoring and coaching (Weber, Unterrainer and Höge, 2019). To successful mentoring and coaching, this is the single largest barrier as leaders of the organisation are very unsupportive and threatens or dictates the employees for management and attaining of short-term productivity.
· Lack of understanding of the coaching and mentoring value: Organisations senior management may not willing about understanding or appreciating mentoring and coaching and that’s why they are not able to realize cost effective ways in developing their employees cost effectively. In such scenario, mentoring and coaching can’t bring any real benefits to the organisation. 
· Not seen as business priority: Organisation in which importance to mentoring and coaching are given in words not by works, its implementation found barriers as here these are not considered as isolated development activity rather positioned as part of the process. In such organisation, managerial development strategy and learning is considered as one and only tools.
· Resistance to coaching: Within an organisation, resistance to monitoring and coaching may observe when it is believed that coaching is only for the poor performers (Weber, Unterrainer and Höge, 2019). This usually erupts from the senior management who are unwilling about using internal coach and also encourages in giving low priority to coaching activity.
· Low skill and experience levels within the organisation: As the skill and expertise of the managers in relation to mentoring and coaching varies significantly, managers are required to establish a model or style which enables the managers in questioning established procedures and processes and encourages own thinking and ideas of the coaches and mentors.
· Lack of resources and time: Organisation may have lack in resources which affects the decision to mentoring and coaching as they require appropriate and sufficient funds for ensuring well performance and achievement of desired results. On the other hand, organisation must allot enough time to mentoring and coaching campaign as some of the activity requires free time.
Strategies to overcome these barriers to mentoring and coaching are:
· Early engagement: Managers should communicate to key stockholders as early as possible for selling the idea of mentoring and coaching and achieving their support (Zan and Donegan-Ritter, 2013). This will assist in employment of a senior leader for undertaking training to the mentor and coach.
· Maximising of coaching that already existed: For capitalising on mentoring and coaching campaign of the organisation senior leader or executive coach should be placed who will raise value and demonstrate organisational benefits from embracing mentoring and coaching.
· Clarifying mentoring and coaching: A common understanding or a clear meaning mist be established among the employees which creates common approach and language about it.
· Integrate it: This involves in understanding segments where mentoring and coaching can be integrated and for doing so a distinguished research is required to be conducted about mentoring and coaching sales, careers development, talent development and leadership.
· Clear processes: Organisation needs to be determined the ways of working of mentoring and coaching through defining selection, process, development support and supervision. Control and consistency about the process will be reassured through this.
· Anticipating barrier conversations: The approaching and minimising of risks and overcoming of barriers can be conducted without hesitance its business organisation and leaders are known to the employees (Zan and Donegan-Ritter, 2013).
· Be selective: For the development of a coaching programs or mentoring of skills, participants with communication efficiency are required to be identified which will make the program more effective.

[bookmark: _Toc33347905]An effective coach and mentor’s skills, knowledge and behaviour
In order to be an effective mentors and coach, one must have certain competencies which are standardised by the organisation. At Waitrose, major competencies of a mentor or coach are:
· Must be able in adhering to the ethical code of conducts of the coaching profession.
· Must have the ability of creating an agreement for mentoring and coaching.
· Must be able in initiation of trusting relationships with the learner or the trainee.
· Must have the ability to be spontaneous, mindful and vigilant
· Must have the skill or expertise of active listening (Bozorgian, 2014)
· Must be able to ask powerful and effective questions
· Must have the ability to communicate effectively
· Must be able to increase level of awareness individually
· Must have the ability in designing action plan for addressing issues and needs.
· Must have the ability of establishing realistic goal incorporating the individuals
· Must have the ability in facilitating progress to the trainee’s and mentees
These competencies of the mentors come from the knowledge of the mentor and coach along with a set of behaviour and skills.
	Key points
	Knowledge (Need to understand)
	Skills (Need to be able to)
	Behaviour (Need to show)

	Communication
	Communication platform, instructions, demonstration, questionnaire, listening and explanation
	Prioritising of information and identifying time and ways for communicating with others.
	Taking of time for considering communication and breaking things down into chunks which are easily understandable

	Relationships
	Developing understanding, creating connections, building rapport and taking notice
	Identifying opportunities for the development of connection and understanding with the individuals
	Being emphatic and respectful in connecting with people for creating a safe, empowering and positive social environment

	Inspirational
	Behavioural changes, persuading, influencing and motivation
	Identification of ways for creation of positivity in an individual and supporting behavioural change sustainably
	Encouraging and supporting people for achieving and staying motivated

	Planning
	Goal setting, risk assessment, planning, session and analysis of information
	Showing of consideration for the maintenance of clear and safety rationale for used activities
	Providing clarity about ways of planned session and activities linking along with highlighting the links

	Doing
	Specific skill development, inclusion, adaption, differentiation and activity
	Recognising and implementing adaptations for keeping people safe, challenged and engaged
	Maintenance of a safe social and physical environment throughout all elements of the session.

	Review
	Communication, analysis of information, feedback strategies
	Identification of opportunities for using and collating feedback linking individual outcomes with self and participants
	Providing of constructive and relevant feedback to develop own coaching practice along with the participants learning.

	Technical knowledge
	Associated equipment, tactical, technical and activity/sport context
	Identifying action or information to the appropriate level which are required to respond to reasonable queries and keeping the participants challenged and engaged.
	Facilitating sessions confidently and providing differentiated and varied activity on the basis of individual needs

	Philosophy and values
	Coaching and mentoring values, motivation, personal and duty of care.
	Identifying ways and time to act for value addition through the experience of the people
	Acting with integrity and emphasizing on the vision of mentoring and coaching consistently

	Progressive
	Accessible learning, learning, preferences, weakness and strengths about own
	For personal development, recognising of own opportunities and strengths
	Striving for self-development and maintenance of required standards to meet challenges associated with roles.

	Collaborative
	Available network for support
	Recognising the way and time for required additional support for ensuring value addition
	For enhancing delivery, drawing of expertise or support at feasible time.





[bookmark: _Toc33347906]Conclusion

For the achievement of the organisational objectives and business goals, different approaches are used by the organisation among which coaching, and mentoring are very important which has been discussed throughout this study. Waitrose are continuingly making effort for the improvement of its mentoring and coaching standards. Depending on the situation and personal style, mentors and coaches can adapt different models while same principles are shared by mentoring and coaching (Gail Lunsford, 2014). But primary focus of coaching is on current job performance and emphasizing on development tools while mentoring focuses on development of capability and longer-term goals. Standard process of coaching and mentoring must be followed for the improvement of organisations human resources standards and this study contributes to the learning about coaching and mentoring.
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