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1.0 Introduction 
The purpose of this report is to identify the developing trends towards coaching and mentoring cultures which can support the growth of professional learning towards an organisation and its stakeholders.
Coaching and Mentoring in today’s environment leads and provides guidance to a colleague towards their goals within their job role, this approach can support people to reach their full potential. 

2.0 Main Findings
2.1 Define Coaching (Task.1) 
[bookmark: _GoBack]Coaching leadership is the process of educating, counselling, or instructing a person or a group to accomplish and improve productivity or to overcome a performance problem. According to Whitmore (2002), coaching is one of the fastest growing professions in today's environment; proof of the influence of coaching identified that one must encourage a person to accomplish and maximise their potential to raise their performance. Lashaway (2015)  In peer coaching groups, the benefits of one-on-one coaching are blended with the power of peer-to-peer learning. They are regular gatherings of four to six persons from equivalent organisational levels who convene to carry out a coaching engagement.They can manage the quality of the coaching experience without the need for a professional coach to be present. In a peer coaching group, each person takes turns serving as a coachee, and everyone works together to coach one another using tools created expressly to draw on the collective knowledge, wisdom, and experience of the group. As stated, the benefits of coaching employees through a learning process rather than teaching them. Coaching can be a very effective way to connect with people who may need guidance on problematic situations that occurs within the workplace. Coaching is essential to any manager's role to ensure teams improve their performance by receiving valuable guidance. Rider (2002) Stated Utilising the Royal Bank of Scotland Group (RBSG) as an illustration to discuss how to use coaching's advantages at a strategic level instead of emphasising only personal growth. This demonstrates how many organisations are missing out on coaching vast benefits by only considering it as a personal development tool. With minimal organisational impact, this is categorised as first-generation coaching. When organisations adopt a quality control approach and assess the coaching intervention's effectiveness, further benefits may be achieved by coaching the advantages of the first and second generations while also utilising and sharing the knowledge the coach acquires about the company benefits.
Sally (2022) Clarified how most organisational coaching is dyadic (one-to-one). Individual coaching can generally last up to 6 to 12 hours which can be time-consuming, especially when a leader within an organisation work in a challenging environment. More models of group coaching have been established, despite significant research and practice in organisational development that suggests interventions in organisations should focus on group coaching. Group coaching can provide a scalable way for personal and professional development that leads to lasting behavioural change and growth. Organisations that adopt a coaching Model called GROUP, which is Goal, Reality, Options, Understanding Others, Perform) incorporate the well-known GROW Goal, Reality, Options, Way framework. In group coaching, many people are learning and growing simultaneously, which provides organisations with a scalable way to support employees through change.
2.2 Define Mentoring 
Hamilton (2002) Mentoring provides social support to individuals as a guidance to navigate them through new experiences and challenges. Mentoring in the workplace can be somewhat different compared to coaching. The best environments for individual mentoring interactions are workplaces. Mentors must apply sophisticated teaching behaviours, which the authors identify as reflective questioning and problem solving, to instil the abilities necessary in modern workplaces many of which are also applicable in other environments. Singh (2002) mentorship can play a crucial role in transferring knowledge, skills, and attitudes from experienced workers, as was recognised in a study conducted in a university context where the professor mentored students in a formal activity. A vital tool for knowledge sharing in an organisation is mentoring. People with creative thinking abilities can mix basic elements in novel ways to produce innovative output. They consist of unconventional thinking, perceptual styles, and cognitive styles. Through mentoring, creative mentors have successfully imparted these two sorts of mentoring talents to their students.
2.3 Similarities between Coaching and Mentoring 
MacLennan (1995) When a person excels as a coach, the positions merge. He or she is most likely to be chosen as a coaching skills mentor. The opposite is untrue. A mentor can only become a coach if they consciously develop the abilities necessary for adequate coaching time to be truthful. The performer's ability to accomplish more is the coach's primary focus. The mentor wants to be a resource that the performer can use. If a mentor has the fundamental management, people, and teaching or training abilities, they may do the function satisfactorily. An excellent coach must possess the knowledge, skills, and abilities to support performers without giving instructions. The distinctions between coaches and mentors are not established in theory, as is customary with definitions, but rather in actuality. The boundaries of each position are determined by what the organisation establishes for that role.
2.4 Compare Coaching and Mentoring 
McCarthy (2013) Clutterbuck helps us recognise the changes that occur over time and in various circumstances by expressing the concepts of coaching and mentoring at a specific period. These changes can nearly be unnoticed unless someone focuses our attention on them. This article examines the differences between coaching and mentoring and highlights the definitions of mentoring that are evident in Clutterbuck's work.
It is feasible for people to engage in an engaging discussion on mentoring without being aware that they are discussing very different procedures with different applications and goals. Clutterbuck emphasises critical distinctions between the American and European approaches. The sponsorship model of mentoring is well-liked in North America, where mentors support their proteges by opening doors and using their influence. Then there are European versions, which are now practised in America, where mentors assist their mentees in reflecting on the present and making decisions for the future. On the other side, Clutterbuck argues that one of the new trends is that senior European managers are increasingly adopting the American mentoring style in some masculine, task-driven cultures. Organisations that want to promote mentoring should be clear about the goals they have for mentoring and then think about the best way to get there. For instance, what kind of mentoring and coaching would work best together? The relationship is the most significant indicator of success in mentoring, just like it is in coaching. Clutterbuck (2008) According to Clutterbuck's research, informal mentoring is more successful than formal mentoring. Therefore, this may be the case because mentoring can typically be reviewed through formal systems, where the pairing may or may not be successful, but choosing a mentor in an informal relationship strengthens the bond between the two parties. A mentoring relationship typically lasts longer than a coaching relationship and develops over time; therefore, it should be assessed regularly to determine whether to continue, switch to a different mentor, or have multiple mentors at once. Garvey (2012) The recent proliferation of coaching approaches is one distinction between coaching and mentoring that Clutterbuck's work does not make obvious. While numerous methods, can be employed in mentoring, research on mentoring can process diverse types of input rather than discussing them. This can be due to the increased commercialisation of coaching, which requires coaches to stand out, or because people who utilise coaching services seek the coaches' coaching ideas. However, in the end, the relationship creates excellent outcomes, not the structure or model the coach implements.
2.5 Tangible and intangible benefits of coaching and mentoring 
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