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[bookmark: _Toc456901515][bookmark: _Toc134378600]Introduction 

In this ever-changing world of learning and development within the workplace, coaching and mentoring are becoming ever more popular and evolved within the workplace setting. Coaching and mentoring allows employees to be trained within the place of work and with the most knowledgeable and accredited employees to do so. Coaches and mentors will need to show they are knowledgeable on the job role and what is expected, and to be able to demonstrate several skills, behaviours, and attitudes to ensure the coachee or mentee to have the best possibility of achieving their goals/outcomes. 
Throughout this report similarities and differences of coaching and mentoring will be discussed and how these can be used within the workplace to engage staff in their current roles and help staff improve skills and/or set out short/long term goals and aspirations. 
There are several frameworks and models that coaches can use to help followed a structured path for the coachee to achieve their goals. GROW and OSKAR are discussed in depth throughout this report and prove to be two of the most popular used models within the coaching industry. 

[bookmark: _Toc134378601]Explain the similarities and differences of coaching and mentoring within an organisational context. 

Coaching and mentoring can be effective approaches to developing employees professionally and personally. Both have grown in popularity, with many organisations across the world and by using them to enhance the knowledge, skills, attitudes, behaviours, and performance of their employees, while focusing on specific skills and goals, this is improving employee performance. CIPD (2021)
There are many similarities between coaching and mentoring, however that being said there are also many differences between coaching and mentoring. The main difference being that a coach will guide you and encourage you to make your own choice and choose your own career ambitions, where as a mentor will train you to become what they want or what the business needs as appose to your career ambitions. Lowisz (2019)

[bookmark: _Toc134378602]Coaching 

According to (Herrity, 2022) Coaching in the workplace is an important component of any business wanting to improve or increase employee satisfaction, productivity and internal culture. Coaching uses one-on-one communication between coach and coachee to provide advice and guidance to others in the company. When performance coaching is implemented, it can have a significant positive effect on both the coach and the coahcee’s professional development and the company as a whole. 
According to Whitmore (1996) coaching is “Unlocking a person’s potential to maximise their performance. It is helping them learn rather than teaching them.”


[bookmark: _Toc134378603]Mentoring 

Clutterbuck (2004) says that mentoring is “when a more experienced individual passed down his knowledge of how the task was done and how to operate in the commercial world”. 
Rogers (2004) says that typically a mentor is a colleague in the same or a parallel organisation who is not in a managerial relationship with the mentee. A mentor has sometimes been described as “a ‘career friend’ or ‘buddy.’ Someone who knows the job role very well, is competent, respected within the organisation and can act as a sponsor or patron. In practice mentoring does or can have the impact that the older and wiser mentors will be passing on their advice, knowledge, skills, attitudes, behaviours and that they may be able to act as a patron.”
Mentors are generally seen as able to give political advice, open doors and offer opportunities, such as career progression, which will then enhance the mentee’s career prospects. They are often role models. Rivera (2014) emphasises mentoring’s role in helping the mentee realise his or her special gifts, and teaching both mentor and mentee new things. 
Echoing Rivera, Starr (2014) says that "Mentoring isn’t about changing someone, or getting someone to do something differently, it’s about waking someone up to who they really are. The mentor’s challenge is to distil their own experience into bite-sized chunks of wisdom, help or guidance that ultimately helps them to discover that."


 

[bookmark: _Toc134378604]Similarities 

Both mentoring and coaching aim to create a positive outcome in the life of their coachee or mentee. It is aimed at taking the coachee or mentee to their professional goal. 
Both coaching and mentoring encourage aspects of self-improvement and growth within both the coachee and mentee. 

Coaching and mentoring both focus on building 1:1 relationship between the coachee and the coach/mentee and the mentor that are based on being non-judgmental and supportive in nature. They both provide a safe space for the client to share and be vulnerable without the fear of repercussion of judgment. 
 
The coachee and the mentee both require the coach/mentor to be deeply observant and to listen to their them with understanding and confidentiality. 

No official training or license is required for an individual to call themselves a coach or a mentor. However, organisations like when potential candidates have this qualification and it can sometimes be highly recommended to obtain one to make sure the coach or mentor have the correct knowledge and skills to be able to coach or mentor members off staff.  Blakemore (2016)

[bookmark: _Toc134378605]Differences 

There are many differences between coaching and mentoring the main difference being that coaching aims to develop the coahcee’s potential. The focus is on the development and enhancing of the coahcee’s performance. Coaching is aimed at specific present moment, work related issues and career transitions whereas mentoring is focused on the development of the mentee professionally, career development and managing transactions. Mentoring takes a broader view of the mentee.
Coach and coachee are equals and work in partnership, the coach does not require direct experience of the coachee’s job role. However, a mentor has a more experience than the mentee, and shares this knowledge with the mentee. 

Coaching is not directive in the sense that the coachee has free range (within reason) to develop on what they would like to improve on or learn a new skill. Whereas mentoring is typically more directive by sharing experiences and giving advice. 
The coach to coachee ratio of speaking is roughing 20:80 and the mentor/mentee ratio of speaking is roughly 40:60. 
Coachees develop their self-awareness and awareness of their impact on others. Can sometimes enable the coachee to achieve transformational behavioural and attitudinal change.  Mentoring will enhance mentees technical and business-related skills and develop mentee professionally.
Coach and coachee will have regular and structured meetings for a relatively short term in the coachee’s place of work, whereas mentoring can last for a long period of time and  meetings can take place as and when the mentee needs some advice, guidance or support. Tosic (2022)

[bookmark: _Toc134378606]Conclusion

While there are differences and similarities between coaching and mentoring, both are widely used processes that can transform people and take them closer to their goals. Depending on the individual or the team, one may be better suited than the other at a certain time, or both can also work together to provide a deeper and more meaningful experience for the coachee/mentee. 

[bookmark: _Toc134378607]Critically explore the knowledge, skills, attitudes, and behaviours needed by an effective workplace coach. 

According to the research conducted by (Carter et al., 2016) we can determine that a workplace coach must have the correct knowledge of the job role, the skills to be able to coach the coachee in a professional yet personal manner, the correct attitude towards to coachee’s want for progression and display the correct and professional behaviours to be a good role model for the coahcee.  


[bookmark: _Toc134378608]Knowledge 

According to UK Coaching Team (2019) there are many factors that go into the coach having the correct knowledge to be able to coach professionally and establish a solid relationship with the coachee. 
The coach must be a good communicator, especially when listening, questioning, demonstration, introductions, and explanations. The coach must take notice of the coachee, build a rapport, create a bond and developing an understanding of each other what the they both want to gain from this partnership. 
The coach must be able to plan and do so by analysing the information, planning sessions, risk assessments and goal settings for the coachee. The coach must follow through on what they have planned and agreed to help the coachee with and review on a regular bases, giving feedback often. 
The coach also has a duty of care for the coachee during this time and must keep the coachee motivated by using skill development tools such as SWOT. 
Harrison (2022) says that effective coaching is when the coach has credibility and knowledge to be able to support the coachee wanting the support and guidance. This knowledge is particularly important as it confirms that there is validity, credibility and understanding of the various models, tools and techniques used in coaching. Experience in coaching also gives a wider perspective and ensures that strong codes of practice, policies and ethics are in place and kept to. It is vital that a contract, outlining what is expected from both the coach and the coachee, the strength of the relationship and an agreement of the aim of the coaching and sessions is in place. Another aspect of knowledge which the coach needs to know is their own true reflection of themselves as a coach and any bias, personal values, and perceptions that they may bring to the session. Coaches themselves need to recognise and adjust within their own limits and have knowledge of themselves as a employee of that particular company.





[bookmark: _Toc134378609]Skills
There are many skills needed to be an effective coach. According to Harrison (2022) these are the most necessary in order to be effective in the role. One of the most vital skills for a coach to develop is the skill of active listening. 
NHS England (2021) explains that “the keys to successful listening are being able to withhold your own assumptions (even temporarily) to prevent jumping to conclusions, demonstrating a genuine interest in the person you are listening to and trying to empathise with their position. True, active listening takes concentration, but will demonstrate your interest in others’ views, gain trust and enable you to gain a deeper understanding of issues and situations.”
It is important that a coach recognises their role is not simply to talk or to instruct their coachee. A lot can be learnt about a person’s thought processes and their real issues if time is spent together to simply listen with an active ear and focusing on the key goals/takeaways of the conversation that the coachee is sharing. Using focused questioning such as open ended questions and who, what, where, when and how questions. The appropriate challenge can also then allow a coachee to explore their ideas and face reality on the issue they are trying to unpick.
However, it is important to recognise the value of building rapport with the person you are coaching, to ensure that trust and openness are treated with respect. This allows an atmosphere and understanding of enquiry, space, and emotional intelligence. Strong communication skills are vital in any interaction when undertaking coaching. 



[bookmark: _Toc134378610]Attitudes 

Coaches must show a level of professionalism and willingness to coach the coachee in the best possible way they can. Coaches must show a ‘can do’ attitude towards the coaching and the coachee. They must demonstrate enthusiasm for the upcoming coaching and respect for the coachee. For example, be on time for coaching the coachee, be respectful of their feelings by showing empathy and understanding. Coaching staff must be positive and ensure the coachee will have a positive outcome at the end of the coaching period. Nayak (2022)
Likewise the coahcee must show a ‘can do’ attitude and show willingness to take part give one hundred percent into the coaching experience to gain any kind of benefit to them. 
Any negative attitudes should be discussed immediately in a 121 with the coach on how to resolve and move forward into a more positive space or atmosphere. 

[bookmark: _Toc134378611]Behaviours 

Being self-reflective is a crucial part of good and effective coaching and the coach needs to reflect strongly on their own behaviours ensuring they are promoting an environment of patience, respect and empathy. It is important that coaches acknowledge both their own achievements in developing these skills but also encourage a feeling of celebration and acknowledgement of the learning path the coachee has been on. The coach must recognise that time, and allowing sections to unfold in a safe environment, are crucial sections of their role. The coach will need to recognising emotion and its effect and acknowledging the safety of being able to do that, are important factors of behaviour for a coach. Coaches need to recognise they must hold themselves to account for their professionalism and discretion and enact high standards of confidentiality, integrity, and accountability.
Equally the coachee must demonstrate behaviours that show willingness to learn a new skill or job role. The coachee must also show respect and be open to being coached and possibly at times being vulnerable when put or faced with new situations. Miller (2020) (Appendix one).
[bookmark: _Toc134378612]Conclusion

In conclusion to these findings it is imperative that the coach has all the knowledge, skills, attitudes and behaviours to be able to coach in a professional, respectful manner which will benefit both the coach and the coachee from the experience and relationship they will gain together and achieve an understanding of what is being taught and the level of experience needed for the job role. Coaching will help the coachee achieve a clear understanding of what they want to achieve going forward and even long-term career goals and ambitions. 

[bookmark: _Toc134378613]Critically assess a model or process that should be followed when formally coaching.

According to Hazlegreaves (2020) coaching is one of the fastest growing professions worldwide. Coaching is become more and more popular within workplace environments and there are several frameworks and models companies can follow to help the coach and the coachee manage the sessions and get the desired outcomes. Two of the most popular models within the coaching industry is the GROW model and the OSKAR model. Both equally as usable as the other but with several differences. Health (2020)

[bookmark: _Toc134378614]GROW Model

According to (Miller, 2020) the GROW model is a process that is widely used and followed within organisations when formally coaching employees. GROW stands for: Goal, current reality, options (or obstacles) and will (or way forward). Whitmore, J. (1998). 
A good way of thinking about the GROW Model is to think about how you'd plan a journey. First, you decide where you are going (the goal), and establish where you currently are (your current reality). Wheatley and Hawkins (2020)
You then explore various routes (the options) to your destination. In the final step of establishing the will, you need to ensure that you are and will be committed to making the journey and are prepared for any obstacles that you could meet on the way.
A workplace example of how to use the GROW model would be similar to the example above. Firstly the employee would need to decide on their career path (the goal), and establish where they currently are within their career (their current reality). The employee would then explore the various career paths within the organisation or even out with the organisation if the choose to change profession (the options). In the final step, establishing the will, they would ensure they are committed to following the career goals and are prepared for the obstacles that they could meet on the way. 
To use the GROW model of coaching effectively there are several steps that need to be followed these are firstly to establish the goal, then examine the current reality, explore the options and lasty to establish the will. By helping the coachee really identify what they want from the conversation it does help prevent it from becoming an aimless chat. If the goal is ‘SMARTend’ up you have a Specific, Measurable, Achievable, Relevant goal with a Time Limit on it so both coach and coachee know exactly the direction the session should be going in. Yates (2011)

Establish the Goal
First, the coach and the coachee need to look at the behaviours that both want to change, and then structure this change as a goal that they want to achieve. The coach and coachee should set out SMART objectives: specific, measurable, attainable, realistic and time bound. During this meeting between coach and coachee a discussion should be held on what the coachee wants to achieve, how will they know when they’ve achieved it, how when they know when the problem is solved and, does the goal fit in line with the business goals/their personal career objectives.
Examine the Current Reality
Once the coach and the coachee have established the goal they can move onto examining the current reality. By asking the coachee to describe their current reality this will make it come to life. This is an important step for the coach and coachee and must be followed through to get the correct results. By missing this crucial step, the coach and coachee may miss some vital parts of information that they will need in order to reach their goal effectively.  
As the coachee starts the describe their reality, the solution may start to emerge.
The coach should begin by asking open questions by starting the question with who, what, where, when and how to the coachee such as: what is happening now? What is the effect of the result of this?  Have you already taken steps towards the goal? Does the goal conflict with any other goals or objectives? 
As your team member tells you about their current reality and starts to not only answer the questions but think in depth about the answers, the solution may start to emerge.

Explore the Options
Once the coach and coachee have explored the current reality, the next step of the GROW model is to determine what is possible – meaning all of the possible options for reaching their objective. 
By the coach and the coachee brainstorming together they will be able to establish as many good options as possible. Then discuss options to decide which would be best for the coachee and the organisation. This will also help create a strong bond between coach and coachee. 
During this stage is it important to lay all ideas out on the table however the coachee should not take over and allow the coachee to voice their suggestions first, and them to most of the talking. It is important for the coach to guide the coachee in the right direction, without actually making the decision for them. When the coach starts leading the conversation one sided this is when the coach becomes a mentor. 
To get the best ideas from the coachee the coach should again ask open questions beginning with who, what, where, when and how. 

Establish the Will
By examining the current reality and exploring the options, the coachee will now have a good idea of how they can achieve their goal and how the coach will support them to achieve their goals. 
The final step is to agree with the coachee to make commitments to specific actions in order to move forward toward their goal. In doing this, the coach will help them establish their will and boost their motivation. The coach will need to ask open questions beginning with who, what, where, when and how. For example, what will you do now, and after that? When? What else will you do? What could stop you moving forward? How will you overcome this? How can you keep yourself motivated? When do you need to review progress? Daily, weekly, monthly?
Finally, it is very important for the coach and coachee too decide a date when to review their progress. This will provide some accountability and allow the coachee to change their approach if the original plan isn't working.






Conclusion 

In conclusion taking a coach approach to managing people is more than just spending time talking one-to-one. There are a number of reasons that the GROW model is increasingly being used within workplace environments:
 We have established that it allows the coachee to take responsibility all while being supported by the coach and line management. The coach will help the coachee to discover for themselves what is working and what needs to change, prompting a better awareness and responsibility. Fundamentally, this process makes others responsible for taking the actions they have identified for themselves. This is proven to be way more effective than just doing what they have been told to do by you or somebody else. A skilled coach will empower and enable the coachee to build confidence and capability in solving their own problems.
Coaching as a whole helps to promotes engagement across teams and organisations. By having coaches available within the workplace environment this can have a transformative effect on whole company. By giving staff members the opportunity to put in place their own solutions, staff are more engaged and likely to stay on – because they have had a hand in the decisions that affect them. In turn, by making coaching available to staff members and promoting coaching within the workplace, the management may have more time to focus on more strategic activities. According to Melkonian (2022) coaches may achieve more through self-directed learning and self-discovery which will help them better understand their abilities and potential. 
Finally, coaching and using the GROW model can be used in a wide range of situations. The GROW model can be used through conversations, video calls, meetings and everyday leadership and life. 
All being said the GROW model have its restrictions. The GROW model is aimed at coaching within a workplace environment for example, a bank, a supermarket, a restaurant. The GROW model will not work for life-coaching or personal goals.  
The coachees goals also need to be realistic. At times the coachee may have overemphasised goals that they might think are achievable, despite not being realistic. The restriction of the GROW model in terms of goal setting is that both the coach and coachee need to have realistic goals.
Many organisations hire coaches for training sessions. If the coach is not aware of the ground realities, the GROW model might not be effective since the information received by them can be misleading, unknowledgeable, or not relevant to the specific job role.
The coachee has to be motivated enough to participate during the coaching session, GROW will not be effective as a framework. Many employees who attend training and brainstorming sessions can lack attention, motivation and interest in what they are being taught. This can in turn make the coaching session a waste of time for the coach, coachee and a waste of resources and money for the organisation. 

[bookmark: _Toc134378615]OSKAR Model

In comparison to the GROW model another widely used coaching model is the OSKAR model. According to Jackson and Mckergow (2014) OSKAR stands for: Outcome, Scale, Know-how, Affirm + Action, and Review. You could argue that these two modules are similar and both serve the same purpose however they also have several differences and journeys on how to coach the coachee. 
OSKAR is a solution focussed, positive approach to building on what people do well. There is little focus on problems and issues, making it a great tool for building confidence and motivation. MBM (2018).
Outcome

This can also be Objective. This is what the coach and the coachee want to achieve from the meeting or coaching session – resolving the specific problem or issue.
For example, John and Tom work in a bank and John wants Tom to open more products for customer using their online banking/mobile banking. Tom wants to help more customers to open products using their online banking and feel confident to do so. Both John the coach and Tom the coachee have the same outcome.

Scale

This is where you measure or quantify how close your team member is to achieving the desired Outcome, using a scale (often of one to 10.) The coachee may rate themselves a 10/10 immediately and this is the coaches job to be honest and straight talking about how they rate them. 
John asks Tom to rate himself against the companies expected percentage of digital sales. Tom gives himself a low scare of two and explains that he is afraid of making mistakes on the customers online applications when helping them apply for a specific product, so in turn only opens products for customers using the online system that he is comfortable using. 

Know-how

Once the coach has an idea of where their coachee is in relation to where they need to be, the next step is to look at what they need to get there. The "know-how" is the skills, knowledge, qualifications, and attributes that enable them to move forward. Use the scale of one to ten to decide how far a particular solution will get her closer to your outcome, and what know-how they will then need to progress further within the coaching or their career.
John and Tom agree that the skills that Tom needs, to bring his performance within digital sales in line with the companies expections and targets are to be always thinking digital assist first, communicating with the customer about what they are able to do or complete on the digital platforms and to have self-confidence in what he is wanting to achieve. 

Affirm and Action

This is where both the coach and coachee focus on what's already working well, or is already positive about his actions, skills, behaviors, and attributes. The coach then needs to focus on the actions they need to take to progress, and to solve the problems both the coach and coachee have identified.
For example, the coach is rating the coachee as already achieving five on the 0-10 scale. This is a high scare and could be likely. However, the one question the coach can ask here is, "What actions are you already taking to achieve this score?" If the coachee is already achieving well, what actions could the coachee be taking to do even better? It could simply be a case of the coachee doing more of the same, or perhaps doing something differently? The coaches aim is to focus throughout the session should be on what next steps to help achieve what the coachee or the company can offer them.
Tom is achieving a low score on the scale. Tom and John focus on the steps that he needs to take to develop the skills they have identified together. This includes John organising relevant training and coaching in the moment sessions for John to attend or take part in.
Review
The final step in the OSKAR model is the review process, this often takes place at the start of each coaching session and the end of each coaching session. This is where you both review the action the coachee has taken, decide what's improved from the last coaching session or training, and look at what needs to happen next to improve even further achieve their objectives. 
The review process should emphasize the positives or successful outcomes and be a positive conversation between coach and coachee, even if there's still a while to go to achieving the final goal. It is good practice to ask the coachee what changes they felt were successful, and offer suggestions about what to change going forward. 
John and Tom are happy with his progress and as a result of the training sessions. John suggests ongoing support to develop him in all digital aspects of the job role to widen his skill set even further. 
Conclusion 
In conclusion using the OSKAR model is its collaborative approach to coaching and involves uncovers what the coachee wants to work on, or feels is achievable, as well as the coach or company getting the outcome they want for the company. OSKAR's focus on progress and positive achievement mean that this can be much more motivating than highlighting a problem that needs resolving. By the coach and coachee focusing on success and moving forward can encourage the coachee. This will encourage better working relationships, and greater confidence within the workplace environment.
OSKAR focuses on each achievement or steps no matter how big or small. This means that it will motivate the coachee in harder times of training or strenuous situations, where the coach will need to encourage the coachee to achieve larger goals, one step at a time, while completing the current objectives they have set. 
However, all being said there is the potential to focus too much on the Affirm element, instead of the solutions that need to be achieved. If the coach uses this element alone, the coach can accidently start focusing on only positive aspects of the coachees performance and behavior, and not communicate the negative or weaker ones. The OSKAR model is maintaining a balance of conversations between the coach and the coachee. It is very important to be clear throughout the process of the Outcome what you wish to achieve as a coach/company and for the coachee to achieve. If your Outcome is not clear the coachee could lose focus and forget the original purpose of the coaching sessions.
This model should be used for the coachee to reflect their career and to encourage the coachee to strive for their goals, aspirations and to take the coaching facility as a positive experience and journey through their career. The Affirm element allows the coach and the coachee to reflect and reaffirm their achievements and successes, and to recognize where they have done things to a high standard within the workplace. From this coachees are able to take the appropriate steps needed to build on themselves and their career going forward. Blackbyrn (2020)

[bookmark: _Toc134378616]Conclusion

In conclusion coaching and mentoring are two of the most power attributes to integrate into a workplace environment for not only the management team but also for all staff to have the access to coaches and mentors should they want to improve on something specific, set themselves goals and/or start their career journey. In conclusion coaching and mentoring can only be good for business as it shows firstly that staff are engaged in their place of work and want to do better for themselves and the business and secondly the staff coaching are showing the ultimate commitment to the business by wanting to help employees achieve their goals which in turn means good staff retention as the employees will feel valued. 
Coaching and mentoring are both equally as important to one another it just depends on what the business, coach and coachee want to achieve to what method is chosen and then what model is followed. As discussed, the GROW and OSKAR models are two of the most popular models. However, the OSKAR model I conclude to be the more effective model of the two due to the simplicity of it and positive approach to building on what people do well. 
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