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[bookmark: _Toc17723453]Introduction 
Coaching is a short term process that involves training. It usually improves the performance of the individual working in the organization like Research coach. The entire focus is on the present conditions rather on focusing on the future or past experiences. This assignment is based on coaching and mentoring of human force in Research Coach and to maximize their potential to perform better (Greenberg, 2015). 
The purpose of mentoring and coaching will be discussed here to identify the need for mentoring and coaching. Coaching is different from mentoring however they both have some similarities and some differences. These differences help in identifying the scope of mentoring and coaching separately. Coaching and mentoring plays a very important role in improving the performance of the employees, guiding them and critical evaluation of individual. The individual needs to gain effective support of people in research coach organization (Flaherty, 2010). 
Research coach is a company that provides coaching and mentoring services to the organization, groups, students and individual especially for higher education. The company has expertise staff to provide coaching and mentoring services and consultancy services to their clients. At different organizations the company provides services for designing, implementation and reviewing of mentoring services, strategic workshops and leadership developing services.   
[image: ]
Figure- Research coach logo 
Source-(RC, 2019)

[bookmark: _Toc17723454]Coaching and mentoring skills – objectives, similarities and differences 
The people are likely to undertake coaching as a part of the sports activities but it is involved in each section of the organization or workplace. In Research Coach, this is highly associated with enhancing the performance and productivity of the employees as well as the individual seeking attention to it. However, the term coaching is defined as the part of the organization in which they tries to motivate and attain the desired goals of the organization as well as employees (Rekalde et al., 2015).
A purpose of coaching at research coach is to develop the insight that will increase the thinking and performance ability of the people and also gives them confidence to solve the day to day problems at the higher organization level. 
Coaching is the process of guiding people to improve their efficiency in day to day performances (Martens, 2012). Coaching is a process to educate and motivate the people so that they can develop the potential to perform better at their workplace. In research Coach, the coaching systems are relative to the education, consultation and private and public organization. They are likely to help the employees to learn better out of it and prudent to teach them for generating better results. 
Coaching is also considered as an approach that results in a gradual but fast response to business and its effect for a very short period. The term helps the instructor to perform in an effective way that they gain respect out of it. This can customer centric and support employees to learn working together efficiently. This can help in managing in extreme conditions and changing the environmental practices (Cox et al., 2014). 
Coaching is currently the most powerful profession which has gained tremendous growth in western countries. There are unlimited coaching centres that provide education to not only students but also the employees. Coaching centers were established since 1995 where the coach federation, and now there are seven thousand members that are associated with the organization. Coaches not only improve at the personality and improve efficiency and work quality but also help in improving the standard of living life (Khan, 2012). 
[bookmark: _Toc17723455]History of coaching 
In the year 1992, William James who is titled as the father of psychology has defined coaching as the art of influencing the audience to focus on working for identifying their inner capabilities and how much they valuable and worthy. According to client-centered therapy, the client is made to assume that he has the possession of the skills and capabilities this will change life instantly. This process is transforming the perspective of people is transforming people to use coaching (Flaherty,2010). Other than this, cognitive behavioral theory of coaching is being used to change the minds of people to adopt the change by changing the self-defeating belives in a positive direction. 
According to the theory of Abraham Maslow if the obstacles are removed from the life of human being then human will always move forward in self-actualization, innovation curiosity and activeness to learn more new things, this theory of Abram Maslow is used as the coaching strategy to make people believe in themselves, this also the base believe of the coaching in the current scenario (Smith and Smoll, 2011). Coaching is superior to psychology as it brings people back to their abilities which they possess but is lost. Coaching at research coach is not only about creating treatments about the failures or problems but it is helping the human to identify the potentials and the abilities. What one can achieve which strengths can be used to develop the skills. Coaching is providing people power to think and focus on what they can do instead of what they cannot do, this improves the mental stability. This helps people to grow personally and professionally. Coaching is most of the time misunderstood with mentoring and training (Smith and Smoll, 2011). 
[bookmark: _Toc17723456]Mentoring
Mentoring is defined as the process of enduring the listeners and building good relationships with them, mentoring also involves guiding the listeners and then making them adaptable to the new and changing environment. Mentoring at research coach is aimed at guiding the listeners as well as teaching them how to perform better; this involves establishing some models and concepts in the minds of listeners so that they can develop their ability to do better every day (Johnson and Ridley, 2018). At research coach both coaching and mentoring services are provided especially to the private sector organizations. 
[bookmark: _Toc17723457]Relation between coaching and mentoring
Coaching and mentoring both are different as the mentoring has a greater significance and mentoring is more ancient than the coaching. Mentoring has started when there was a hierarchal relationship between human races. The relationship of senior and junior when used for guiding the junior for domain-specific knowledge then this is called mentoring. The mentoring is a task that includes an expert person who has the knowledge of any particular field and thus the expert passes on this information or knowledge and expertise to the junior (Garvey et al., 2010). 
The coaching is a technique where the coach provides learning to the client and the client may or may not be the junior or immediate subordinate of the persona giving coaching. The difference between mentoring and coaching can be seen better in practical life than the theoretical description. The differentiating factors of skills, focus and ownership can part the ways of mentoring and coaching. The coach is the person who provides help to his client or the student to develop the ability to achieve the desired goals and objectives but the mentor is the person who is meant as a resource to the junior. The junior is fully guided and supported with various content-based training as compared to the coach. The knowledge in practical and technical filed is more in case of mentor and not in the case of a coach. The coaching includes both the skill and the ownership of the client whereas the mentoring is required ownership for both the client and the mentor. 
The mentor requires both the teaching and the technical skills as most of the experts have the knowledge and experience but doesn't have the people skills to deliver the knowledge then the expert can never be the mentor. The only availability of people skills is also not required it can only be felt significant for the junior when there is the expert knowledge of the particular field or the particular job (Garvey et al., 2010). Research coach is the organization that provides both the services of mentoring and coaching. The coaching services are mainly for the higher education sector. The mentoring service of relationship building is with the public and private organizations majorly. 
[bookmark: _Toc17723458]Coaching objectives
Coaching is purposed more at building potential in mind of the audience so that they work for better. The purpose of coaching is directly related to building up the efficiency and effectiveness in the performance of the audiences. The reward of coaching will be in the form of professional development of the employees. The purpose of coaching is to establish the working environment that doesn't hesitate to change with the changing world, they need to be dynamic and very well adaptable to the practical and always-changing world (Clutterbuck et al., 2012). 
The purpose of coaching is as follows-
1. Improves the efficiency- the coaching motivates the employees and improves their stamina to fight with the current and future problems (Bozer et al., 2014).
2. Improves mental health- the coach motivates the individual or employee so that the mental health of depression or inactiveness or negativity is eliminated from the mind of employees (Bozer et al., 2014).
3. Decision making and problem-solving ability – the coach helps the employee to develop the skill of solving the problems and make their own decisions what is right for them at that moment (Bozer et al., 2014). 
[bookmark: _Toc17723459]Purpose of mentoring 
 Mentoring is purposed to guide the listeners and motivate them and build strong relations with them in the first meeting itself. The mentor has the required knowledge, skills that he shares to the listeners and advise them regarding how to achieve their goals and objectives which they have been aiming (Dziczkowski, 2011). This mentoring is based on the goals and the objectives of the listeners as well as the specific relationship that the mentor is intended to build with the audience. The purpose of mentoring is to challenge the audience in a positive way to make them more comfortable towards adaptability of change. 
Mentoring is not restricted towards the guidance but also involves building qualitative relations with the audience, if the audience is motivated not only the performance be increased but the ability to deal with the current problems is also improved (Dziczkowski, 2011).  A mentor is a person who understands the need of the audience and increases their self-awareness, expanding their limitations and potential to achieve things, to create the current and new challenge, solving the issues of the audience so that they become able to work with higher efficiency and within less time. 
The audience is provided with the experiences and success stories of the other people, to motivate the employees. The audience is mentored according to their level of age and experiences, the mentor will have a different approach of talking to the younger generation and a different approach while mentoring to the self-confidence of the employees needs to boost up (Bilesanmi, 2011). 
[bookmark: _Toc17723460]Similarities between coaching and mentoring
Coaching and mentoring both are aimed at guiding the listeners. Through proper motivation and guidance, both mentoring and coaching are evolved, i.e. motivation and proper guidance is the scope for mentoring the clients or juniors. Both mentoring and coaching are aimed at solving the work-related problems of the employees and develop their skills and abilities to create their potential for achieving the desired objectives and goals with highest efficiency and effectiveness (Rhodes and Fletcher, 2013). 
[bookmark: _Toc17723461]Differences between coaching and mentoring

	BASIS OF DIFFERENCE 
	COACHING 
	MENTORING 

	Orientation 
	Coaching is focused on the task, the coaching aims at improving the efficiency of the audiences (Jones et al., 2016).
	Mentoring is focused on relationship building. 

	Long term/ short term 
	Coaching is having effects on a short term basis (Jones et al., 2016).
	Mentoring is based on the long term period (Jones et al., 2016).

	Driving force 
	Coaching is performance-driven (Jones et al., 2016).
	Mentoring is driven by the growth and development of the organizational human force (Jones et al., 2016). 

	Design 
	Coaching doesn’t require design (Jones et al., 2016).
	There is a need for a design phase for mentoring (Jones et al., 2016).

	Manager involvement 
	The immediate manager of the audiences is the critical partner in coaching (Jones et al., 2016).

	The immediate mentor of the employees or the audience is directly involved in the mentoring process (Jones et al., 2016).



Difference 1 
· Coaching is always task or goal-oriented, the goal may be for developing the efficiency of employees, improving the speaking or communication skills of the employees, making them learn how to solve the problems efficiently and strategically. Thus the coach should be an expert with immense and complete knowledge of the task to coach the coachee. Mentoring is relationship-oriented,  the aim is not only to develop the skills of the employees but is focused on building relationships with the trainees and providing them with a safer environment, solving the personal and professional issues of the individual,  seeing to the issues that are restraining the success. The relationship building is associated with the goal and learning skills, the base for creating relationships is centred on the goals that are to be achieved after the mentoring is being completed. Coaching services of research coach are always oriented for private and public organizations
· Mentoring is beyond the desired goals, which includes learning and developing self-confidence, self-awareness, building self-perception about the things and concepts etc. (Jones et al., 2016). The mentoring services of the research coach are oriented at educating the higher secondary students. 
Difference point 2 
· Area and time of coaching is limited and is short term it may also happen that coaching is only for a few sessions. The purpose of coaching is to coach up to the date when the goal is achieved. Mentoring, on the other hand, is long term based and not short term based. Mentoring is about giving time to first develop the relationship then develop the skills that one should poses. 
· The time to adjust with each other's way and perception of looking to things are needed in mentoring. The time to develop trust in each other's eyes is included in the long term process. The effect of mentoring lasts more than or equal to one year or nine months (Jones et al., 2016). As research coach is long term focused their both coaching, mentoring and consultancy services are focused on long term goals. 
Difference point 3 
· Coaching is performance-driven this means that the coaching will always result in improving performance at the workplace but mentoring is done for the development of employee not only for the current job profile but for the future organisations. At coaching, the new skills of the employee are developed and the current skills are enhanced, and when the coachee has gained the knowledge of skills the coach stops giving coaching.
· The mentor is different from the manager when a mentor provides skill training that will be helping the employee in future also (Jones et al., 2016).  As coaching services of research coach are provided to the organisation so the coaching sessions are focused on the performance improvement whereas the mentoring for students is for development of students for further career opportunities. 
Difference point 4 
· Coaching doesn’t need any pre-planned design, coaching is done on any topic which requires on the spot solution. In coaching, if there is a requirement of coaching a large number of employees or trainees then the coaching design is planned. 
· As mentoring is performed with a specific aim and purpose of the providing strategic assistance to the listeners so the monitoring design is to be formulated first then the mentoring tasks are being performed by the mentor (Jones et al., 2016). The designing at research coach is always planned for mentoring and consultancy services but not always planned for coaching services. 
Difference point 5
Coaching at research coach is performed by the significant involvement of the manager in decision making or in the coaching tasks that are performed by the coach. The involvement of the manager in mentoring is nil, as there is no connection between the manager and the mentor while providing guidance and mentorship (Jones et al., 2016). 
When coaching is considered
· When the employer or the manager wants the employees to learn a specific skill than the coaching is being provided to the employees. The coaching at research coach is being provided to the employees when the employees are having immense talent but they are not using the same in their work and are not improving the efficiency by themselves, these employees don’t have the motivation to perform their task willfully (Jones et al., 2016).
When mentoring is considered
· When the organization is thinking of succession planning or the organization is planning for expansion. The company uses the monitoring process when the employees are being restrained by the challenges that deviate them to achieve the desired objectives. Every organization can follow the mentoring process to achieve higher results and higher success rates (Jones et al., 2016).

[bookmark: _Toc17723462]Benefits for developing individual's workplace effectiveness 
The GROW model is a framework that will help the coach to structure and schedule the sessions for the employees. This model was initiated in the 1980s by three people including Sir John Whitmore, Alexander and Mr Alan Fine. The GROW model of coaching and mentoring will help the employees to give their best performance for the organization. 
This model is a tool for developing the skills and efficiency of employees, this tool helps the employees to make decisions for them, this involves- goal identification, identifying the current situation and current reality of the employees, what are the available routes that can be used to solve the problem and choosing the best option and at last sticking to the organization with commitment is involved in this model (Brown  and Grant, 2010). 
The coaching path is also the model that is used for mentoring and coaching, where the first step is to establish the relationship between the coach, coachee and the observer. 
[bookmark: _Toc17723463]Coaching Path Model

1. Establish conversations- this means that the coach at research coach has to first introduce himself to the audience and should make bond or understanding with the employees formally or informally. The employees should be made clear with the thoughts that their ideas and problems will hear and solved. The solving criteria will be with the agreement of all the employees. The coach at research coach is to help the employees and not to demotivate them, the relationship-building technique can start with some humour, or depicting some common topics on which everyone aggress and pays attention. It may be created through formal ways also. The research coach has to be said anything which all the employees can relate with (Rousseau et al., 2013). At research coach they are mainly focused on improving efficiency and the biggest problem that is affecting the organisational culture. 
2. Goal- this decides the aim to start with and where the coaching session should end what is to be achieved is the first step to decide. The goal established by the research coach and the superior staff should be measurable, specific, achievable, realistic and time specified. This means that the goal should be aimed at focusing the main characteristics or problem like solving a particular problem etc., the result or the goal should be measurable like how much should be the target what level of efficiency is to be achieved, the goal should be realistic, not fictional and not vague which can be achieved by the employees, and lastly time-bounded like after one month or after 3 months the result can be seen (Rousseau et al., 2013). The goal identification step is followed by research Coach Company as they are very particular and clear, the goal is different for different group’s different individual and different for students of different age. 
3. Understanding Insights and current reality- the team or the employees have to be questioned with the current state of problems, and to start solving these problems it is most important for research coaches to analyze and evaluate all the aspects of current situation, is the situation same foe everyone in the organization or some part of people are facing the problem. Have the employees taken any actions to solve the problem, what was the result of taking those steps, where are the employees lacking, which is the most important thing to solve first (Rousseau et al., 2013).
4. Conclusions with Options/ obstacles- the next and the most important step is to identify the options and evaluate them to choose the best and better option for solving the problem. The options can be evaluated keeping in mind the cost and the time it will take to solve the problem the questions should be asked before choosing the option like what if these restrictions are removed, what else could be done what are the negative impacts of this option, if this plan fails what could be the backup plan, what is the core factor that will drive the option choice (Rousseau et al., 2013).
5. Completion – the last step is completion and closing, at this stage the goal is to be completed with the coordination and cooperation of all the coachee. Now the time is to take actions, the actions will result in various further problems but now the employees have the motivation and confidence to solve these problems, the coach needs to ask questions like what will the coachee do now? How in future one can be self-motivated? In how many days or weeks, the measurement of own performance is to be done? After getting answers to all these questions the coach should end the session with a positive note. The coach at research coach should decide the date to review the performance and ending date. This will help in making the employees responsible and accountable for their work and how to take ownership of the work done in the organization (Rousseau et al., 2013).
The greatest tip a coach at Research Coach Company can give the coachee is that the coachee should not be dependent on anyone else and should not expect from any other team member, the coachee should be able to solve their challenges and obstacles without getting stuck in the situation for long. The coachee should go through the cause of the problem first and then try to solve the problem. The ability to stick and hammer again and again can solve various problems of the employee (Rousseau et al., 2013). 
6. 

[bookmark: _Toc17723464]Coach or mentor skills, knowledge, behavior and attitude
Skills required by a mentor or coach are the ones that make the coach or mentor better at their work of motivating and guiding their clients. 
Technical knowledge  
The skills that every mentor should possess are the knowledge skill and expertise that are related to the field, and are related to the scope of the client. This comes when the knowledge is gained after practically implementing the work, the expert in that field may not have a professional degree or high qualification (Taie, 2011).
Goal setting
· To improve the technical skills of the employees working at Research coach within 2 months
· To increase the performance ratio to around 5% by end of the year 
· To meet the desired requirement of the individual that are prone to the Research coach for their support i.e. customer services within 6 months
Observing 
The coach should have the skill and ability to look at the potentials and abilities of people when they will not be able to identify the needs, desires and goals of the coaches or the employees. Every employee has a different set of problems different set of desires and different potential abilities but there is something that is holding back the employee which are to be determined by the coach before providing coach (Taie, 2011).
Presentation skills
The coach should have the skills that he scans to use in presenting himself in front of people. To have the best way of communicating, and influencing people is the art or the ability that a coach should possess. To look good is also a motivation and guiding technique of the coach. The body language of the coach says it all if the coach has a positive and good personality than without doing anything the coach will gain the importance that attention that he wants while giving coaching (Grant and Hartley, 2013). As research Coach Company has expertise staff of coaches and mentors so all these coaches are excellent at the presentation skills. 
Listening skills  
For providing solutions with a mentor should listen to the people, the problems they have, what are the consequences they face in completing the task. The curiosities of employees should be heard in a genuine sense to solve them without any biases or insecurity. The employees should know that the coach has the power to understand their feelings, the coach should not judge them according to their performance or any other matter, regardless of being bias the coach should listen to the problems of all the employees.
Many times it happens that the coach cannot pay attention to everyone at a time or there is a lack of alertness in listening to the problems of employees. The employees are too much dependent on the coach but the coach has to listen to problems of many employees so it may happen that the coach may not be able to give enough time to the person having the doubts, sometimes with motivation the understanding of the problem is more necessary (Taie, 2011). Research coach aims at using new and innovative strategies this works when the coaches at research coach listens to the problem of their client effectively. 
Empathizing attitude 
The coach at research coach to empathize and support the team help then to cope up with problems they are facing, to sympathies is not the only option the coach should be able to feel the condition of the trainee. Empathy in coach develops automatically when the coach hears the employees. The coach needs to step into the shoes of the employee to feel the exact problems that the employee faces daily. 
The emphasis should be only on the positive side and not on the negative factors of life. The coach should be having the ease to create a business approach to solving the problems of the employees. The coach should be able to tune into the problems that the audience may not be aware of, also to tune into a way that is unknown to the employee so that they can solve their problems. The coach should know how to change the perception of the employee, so after the coaching session, the employee should be able to look at the problem with a different perspective (Taie, 2011). 
Questioning
The coach should be able to answer all the doubts of the employee, their personal and professional level doubts that are making them less efficient and less productive at their work. The work is to be handled by who, which problem is to be solved by which strategy. As the coach at research coach has to solve the problems so for doing the same he should have the curiosity and eagerness to ask people about their ideas, behaviour and about their life. The coach needs to ask the questions which cover these below-listed aspects-
1. Focus attention- the questions should not be negatively impactful but they should be influential, the coach should ask questions that will answer to the problems of the employees from the places and areas they have never expected. The mindset is to not to focus on the problem but to look at other things too sometimes solutions come from the different sides (Aas and Flückiger, 2016).
2. Ideas of the coach should be creative and he should come up with various solutions or options that can solve the problem of the employee, the coach should ask the questions so that the creativity of the employee doesn’t remain unnoticed or unidentified (Aas and Flückiger, 2016).
3. Commitment- the coach at research coach should be able to build a sense of commitment in the employees through the questions, every employee does what the superior has told to do so but the ideas that employee have built themselves are most important and thus the coach should ask for the ideas that the employees can suggest, through the opportunity to give ideas the employees will get ownership to their ideas and they will feel connected and committed to the organization (Aas and Flückiger, 2016).
[bookmark: _Toc17723465]Ability to give Feedback
The coach at research coach should always be ready to take and give feedback to and from the employees or the audience which it wants to coach. The coach should give the feedbacks to the audiences based on observation of the crowd and which type of problems they are facing. The coach can use the strategy to give negative feedback to the employees, but only when the coach has given many positive feedbacks. The coach should also give feedback positively and negatively as the case may be about the behaviour of the employee (Steelman and Wolfeld, 2018). The feedback is also given personally to the clients by the coach of research coach. 
Intuiting attitude  
the intuiting behavior of the coach at research coach can be developed by practising the other skills of the coach in research coach, the coach has to sense the hot topic of discussion or the current topic on which the discussion is being done if not then the coach should feel free to ask (Taie, 2011).
Reflect with accuracy 
Reflecting with the accurate answer is the key to retain the interest of the audience and reflecting what you heard is the sign that you are listening properly and that you care for the problems that are being discussed at coaching program at research coach (Taie, 2011).
At research coach the company believes in one to one coaching system where the client and the coach confidentially communicate and the coach provides coaching and development services and develops an insight. 








[bookmark: _Toc17723466]Conclusion  
The above assignment includes the importance and the need for coaching that every employee needs to improve the efficiency and to solve the problems at the workplace and in personal life, as the situations in personal life have a greater influence on the workplace efficiency of the employee. There are various skills and abilities that a coach and mentor should possess to provide coaching to the coachee, these skills involve communication skills, problem handling skills, the ability to identify the hidden problem and ability to listen to the problems of the coachee, to identify the hidden talent and to explore the creative levels of the coachee. 
The biggest difference between the coach and mentor is that the coach is aimed and focused on improving the efficiency of employees and the aim of mentoring is to establish relationships with the employees. The model used for coaching here is the coaching path model and the GROW framework. After performing all the coaching and mentoring sessions, the research coach company result directly informed of improved efficiency and improved mindset or perspective of the employees at the workplace. 
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