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Coaching and mentoring are two important ways to lead a team of professionals in a workplace. Although there are some similarities between these two concepts, their differences in terms of principles and actions are apparent. Coaching involves the creation of a relationship in the workplace and focusing on the improvements needed to ensure the achievement of goals. Mentoring is engaging in a relationship where a mentor and a mentee agree to work closely however long it takes to achieve the goals set. Every workplace with many employees must be exposed to coaching and mentoring to ensure excellent and honed skills, the ability to make rational decisions and the perfect quest for stability and competitive advantage. Every stakeholder must grow, develop, learn, and reach their potential regarding the goals set and the required objectives (Serrat, 2017). Since every workplace intends to perceive people as valuable, mentoring and coaching improve productivity and ensure better company and workplace results. Managers of different workplaces often use coaching and mentoring together, but several differences between these two concepts are apparent when applied differently or separately in every workplace (Hollywood et al., 2016). The fact that every stakeholder intends to grow places these concepts in a vital position leading to the increased approach and concentration on the required insights. The management report focuses on differences and similarities between coaching and mentoring in the workplace, the knowledge, skills, attitude, and behaviours needed by an effective workplace coach or mentor, and the processes followed when coaching or mentoring. 
The Similarities and Differences of Coaching and Mentoring Within an Organisational Context
Coaching and mentoring are both used to support a person's development. In a workplace, everybody requires growth and development through learning from the mentor and the coach. A coach can unlock an individual's potential to ensure perfection in talent development (Hollywood et al., 2016). A mentor can also unlock an employee's potential by exposing him or her to sharing knowledge about the entire experience and the insights. The result must be personal development since a coach and a mentor can work with a person or a team. According to Weber's Organisational Theory of Fixed Structures, communication in a workplace is fixed and structured, contributing to clarity (Bueno & Salapa, 2022). This situation has a class relationship to mentioning and coaching since a coach and mentor can use the perfect communication pattern to expose an employee to the insights required for personal development. For instance, Steve Jobs applied both coaching and mentoring at Apple Inc. He concentrated on the employees’ personalities and the development patterns required (Isaacson, 2018). Since he shared knowledge with the employee and the management and engaged them in teamwork by improving their skills and allowing them to unlock their potential, it is evident that his role or actions conformed to both mentorship and coaching. Every person has the potential to develop, leading to a clear focus on personal development to affect the need for clarity. A coach and a mentor ensure that their goals are linked to individual development, which assists the entire firm in growth and development. 
Coaching and mentoring motivates employees and other stakeholders in the workplace (Al Hilali et al., 2020). Individuals who perceive a workplace as an entity that prompts coaching and mentoring will be motivated to engage in the two concepts. Since a coach motivates a team, a mentor also motivates an individual by sharing past achievements and present goals and giving such a person the right direction to follow to achieve the ideologies and factors the mentor has achieved. For instance, at Airbus Defense and Space, Broughton, the management ensures talent development and motivation by exposing stakeholders, more so employees, to engage and empower talent through mentorship programs, leadership development, coaching and sponsorship. All these are evident factors contributing to an individual's motivation to perfect the art of putting in more effort and productivity. The mentor and the coach ensure the programs link to the employee's motivation. Since this is one of the biggest companies in Wales, it must act as an example by creating the best coaching and mentoring programs for employees and job seekers. Every employee or stakeholder in a workplace requires a high level of motivation. The fact that this entire process contributes to motivation is ideal and creates an urge for the increased process and the perfection needed. It is further evidence that every coach and mentor must motivate an employee or stakeholder to affect the needed intervention and expose them to clarity in the perfect application of the concepts learned. 
Mentoring and coaching can both be short-term and long-term. A mentor can take time to build the mentee's trust, leading to the mentorship program lasting for a long time (Al Hilali et al., 2020). A coach can also take time to understand the team of employees. He should coach them about understanding the concepts and the motive behind the issues. As a volunteer in a neighbourhood firm, I managed to experience the similarities between mentoring and coaching. The management exposed the volunteers to a mentor to learn from them and their achievements and motivate the entire team. The entire situation exposed me to the realisation that no matter the time taken, both coaching and mentoring require the longest time possible to ensure the achievement of the required aspects and the goals set. The management exposed the team to mentoring and coaching programs we were to honour. The more concentration on timing, the higher the chance for perfection needed to affect the art of understanding the entire mentoring and coaching process. 
Also, both mentoring and coaching require mutual trust, respect, and commitment. Every individual engaging in a mentorship and coaching program must be able to trust a coach or a mentor to ensure there is a perfect relationship and a clear understanding of the needed insights (Irby, 2018). The entire situation represents the ideality and the approach that exposes the employees to better ideas and expertise for handling daily operations. The relationship between the coach and the team of employees, the mentor and the mentee must be built on trust to perfect the art of understanding and the required perfection (Irby, 2018). Every stakeholder must be exposed to mutual relationships and trust to ensure they understand the meaning of acquisition of skills and imitating the mentors. The more the concentration on trust and proper relationship building, the higher the chances for the perfection needed regarding the need to coach and mentor in any workplace. This situation corresponds to the contingency theory of management, where a management style matches the type of leadership style (Shala et al., 2021). When the mentees and the team of employees under the coaching program perceive the leader as an ideal mentor and coach, they will ensure they adhere to the skills and insights presented. 

Coaching is more performance-driven, while mentoring is development driven. A coach can harness and improve the performance of already known and practiced skills (Marcdante & Simpson, 2018). Performance improvement can be made by exposing the team of employees and other stakeholders to a short-term coaching program where they will focus on their performance and improve it based on the goals and objectives. For instance, a coach can identify the performance issues in a team of employees, such as inappropriate behaviour that goes against the company's policies and direct the employees to desist from such behaviour (Marcdante & Simpson, 2018). This situation has a close link with behavioural science. A coach can apply psychologically driven performance and actions, such as training a team of employees to respond to stress and high-level competition (Lungu et al., 2021). The psychologically driven performance and actions conform to the situation where the employees depict behaviour that does not conform to the needed aspects of a workplace. Concerning mentoring, the fact that it is development-driven issues the mentor with a chance to plan long-term behaviour development and change. A mentor can communicate with the mentee, listen to the issues, and offer constructive criticism about the behaviour or situation (Marcdante & Simpson, 2018). The process will expose the mentee to learning more about the mentor's opinions and creating an aspect of positive development. For instance, at KPMG, the Black Heritage Reverse Mentoring Programme gives stakeholders a chance to understand leadership development and create a situation where every heritage is respected (KPMG, 2022). The Black Heritage Reverse Mentoring Programme has exposed this firm to the perfection needed regarding mentoring programs and the development of stakeholders’ zeal and personal tolerance. Mentoring and coaching have slight differences regarding performance and development driven, leading to the need to properly understand the two techniques in a workplace. 
Concerning the structure, coaching is more structured with regular formal meetings to harness the skills and improve daily. The meetings can be daily, weekly, or bi-weekly, depending on the coaches' schedule (Gamage et al., 2021). On the other hand, mentoring has no formal structure since the mentor can engage in the informal meeting provided the mentee is ready to learn and imitate the mentor and listen to their opinions. However, in mentoring, the mentee must be keen on the skills and practices developed to ensure he or she is at par with the mentor. Since he or she will be learning the required behaviours in the process, there is a need for a clear representation of the ideal process to perfect the art of understanding and approaching vital actions (Gamage et al., 2021). This difference conforms to the interpersonal theory as the communication theory. This theory involves the total concentration on the personal differences regarding the communication and the interaction pattern that perfect the art of daily performance (Abed et al., 2023). Since there are no precise mentoring schedules, using excellent communication skills and understanding that the mentor can call for mentoring anytime is vital (Gamage et al., 2021). Concerning coaching, the verbal and non-verbal communication patterns used are vital. A coach can engage in non-verbal communication through the sign to ensure the team of employees grasp the meaning and create a clear presentation and application of the information relayed. A coach can use verbal communication to advise the employees on adequately understanding the required instructions and actions (Gamage et al., 2021). The total concentration on these differences creates an apparent exposure to understanding the practical activities and adherence to the schedules to understand the skills relayed and the needed intervention in the workplace. 
The knowledge, skills, attitude, and behaviours needed by an effective workplace coach.
A coach must have cognitive knowledge and skills that assist in understanding the psychological aspects of a team of stakeholders under the coaching program. One of the cognitive skills is perception. Every coach must be able to perceive an employee or other stakeholders in a workplace positively to motivate them to improve their performance (Wang et al., 2022). For instance, understanding or perceiving an employee's awareness, psychological mindedness and self-regulation offer a coach a clear picture of the coaches that, in turn, advances the skills of understanding the required changes and the psychological factor. The more a coach knows about the coach's state or psychological reasoning, the higher the chances he will develop a psychological process that suits them (Wang et al., 2022). Since employees in a competitive market workplace can be emotionally depressed, engaging them and understanding their psychological mindedness is the best approach to exposing them to ideas such as working memory, problem-solving and the ideal decision-making that does not compromise their psychological state. The positivity level reduces when there is a compromise in the mental state. A coach's role is to ensure the coach is well-balanced by creating a specific and less demanding program (Liu & Xiang, 2020). The application of self-determination theory is perfect in this situation. This study theory that every human being needs autonomy, competence, and relatedness (Szulawski et al., 2021). Since the coaches must have the freedom to suit their opinions, a coach must understand the coach's standards and requirements and the skills required to perfect the art of progress. This theory of management exposes a coach to be competitive enough and involved for ease in perfection. 
A coach must be open-minded. Open-mindedness is an aspect of communication skills where one understands and listens to the team of employees and other stakeholders. An open-minded individual is ready to ensure he or she pays attention to the required aspects of a team of employees and stakeholders (Liu & Xiang, 2020). Also, a coach has a role in ensuring the best goals and objectives. An open-minded coach will include the goals and objectives that create proper variation and unity in a workplace. For instance, Apple Inc. aims to perfect the art of innovation and offer quality products to consumers (Isaacson, 2018). In this situation, a coach will liaise with the team of employees, understand their opinions, and assert his own opinion and coaching program aiming to achieve the goal placed. The situation will, in turn, lead to the required representation and perfection regarding the knowledge about coaching and the coaches. The continued approach to perfection is the leeway towards asserting an open-minded approach to a clear understanding of the coaching demands. 
According to Van Diggelen et al. (2021), coaching requires a practical approach to affect skills and insights (Van Diggelen et al., 2021). In the workplace, coaching involves the practical approaches that every manager, employee and leader requires to improve performance. At Mac Donald, the bespoke coaching skills program created for senior managers contributed to the perfect understanding of the management roles and improved the strategies required for perfection (Coaching Focus, 2022). Coaching contributes to the improvement of leadership and performance. According to Peláez Zuberbuhler (2020), a leader who has learned more about performance strategies from a coaching program is bound to be successful and knowledgeable regarding management (Peláez Zuberbuhler, 2020). This situation creates a chance for a clear understanding of the management roles and the strategies to apply in improving performance. It is evident from the coaching program introduced at MacDonald that managers who underwent this program have mastered the art of Emotional Intelligence, the leader as a Coach, and Strategic Leadership (Coaching Focus, 2022). All these have created an urge to continue engaging in coaching in the workplace. Since MacDonald has proven a force in the global marketplace, this coaching program has assisted in the perfection and the actions required to determine the goals and objectives set quickly. It is further evident that coaching contributes to the development of the talent within the team. The program has been placed on three days every year to horn the skills and improve the required performance in this firm. It has been successful in making coaching the best technique in the workplace. 
Coaching is vital since it exposes the coaches to transparency and co-dependency skills. Every firm requires integrity or honest employees who can be trusted with the hidden ideas and the strategies a firm uses to ensure a competitive advantage (Van Diggelen et al., 2021). Exposing managers to these skills creates a rapport in the environment. At Tesco, there needed to be more transparency and true unity (Coaching Focus, 2021). The management decided to include a coaching team that would solve these issues. The firm introduced a dispersed coaching management approach that focused on a lack of transparency, co-dependencies, and an absence of coaching results. The situation created an urge in the firm to perfect the art of skills included in this program. The firm employed a coaching focus to provide proper coaching (Coaching Focus, 2021). The result was evident and vital, creating a high level of concern and an excellent understanding of the need for transparency. The more the concentration on this approach, the higher the chances for perfecting the art of perfect management and achieving the required goals. When a coach uses this platform, employees and other managers will perceive integrity and unity as vital factors that improve performance and create stability in a firm (Van Diggelen et al., 2021). The entire coaching program assisted Tesco since the managers and employees understood that teamwork leads to perfect skills and results that benefit every stakeholder (Coaching Focus, 2021). A clear understanding of this approach leads to an ideal process and a precise determination of the required insights. 
Self-respect is one of the transferable skills that is vital as far as coaching is concerned. Since the coaching process is scheduled, managing the time and achieving the stated results is necessary leeway towards perfection (Van Diggelen et al., 2021). A coach must be ready to show the team employees self-respect to ensure a clear understanding and a positive relationship achieved. The more the approach on clarity and trust, the higher the chances of mastering the strategies and the insights issued by a coach (Van Diggelen et al., 2021). It is further that relationships in the change process are ideal. A coach must engage in a professional relationship with the coaches or the team of employees to ensure a clear understanding of the purpose of coaching (Van Diggelen et al., 2021). For instance, a coach who understands the ideal mutual and professional relationship will not engage in illegal activity or play with employees' privacy. The required approach to understanding the situation is the leeway towards perfection regarding coaching. The focus and the application of these skills contribute to the best results since every stakeholder in the coaching program will be ready to effect the changes for the perfection of the firm and individual benefit (Van Diggelen et al., 2021). It is vital and clear that proper communication, time management, creativity, conflict resolution and problem-solving are other transferable skills that a coach should have to quickly adapt and expose a team of employees and other stakeholders to the required procedures. When a coach applies this approach, he will be in a pole position to ensure proper communication and solving problems in the workplace (Van Diggelen et al., 2021). This high-level exposure and the perfect application of transferrable and professional practice skills create stability in a firm that, in turn, improves the growth and development required by every stakeholder in an organisational context.
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Figure 1: Transferrable Skills in Coaching. 

Model or process that should be followed when formally coaching. 
Coaching in the workplace has grown tremendously over the years. There is a transparent cut process that coaches have applied to ensure the perfection needed as far as the improvement of performance is concerned. 
Steps
1.	Determine Purpose and Performance Goals
A coach must treat a coachee as an individual to determine the needed intervention and the performance improvements required. Since coaching aims to expose the employees to learn to adapt to the work environment, excel and thrive, the goals must be clear to ensure their achievement at the end of the coaching process (Maseko et al., 2019). Also, the goals must be lived in a situation whereby the result influences or impacts the entire firm. When a coach realises the goals, set will be dealt with, perfecting the performance and positively impacting the firm, he will have a chance to emphasize such goals. Asking questions such as What is your role within the organisation? What are the main goals and objectives assigned to this role? Are these goals realistic and achievable? What is the ideal result you want to achieve? How do you feel when you have achieved it? Inquiry is vital since it creates a clear objective and the purpose of coaching. 
1.	Analysis of performance and strength
In this case, a coach must ensure he understands the coach's strengths and weaknesses and the areas that need to be emphasized for ease in the adaptation (Maseko et al., 2019). The more the clear focus on the strengths and weaknesses, the higher the chances the coach will have to perfect the art of cooperation and perfecting the entire presentation as ideal and perfect for clear-cut learning and the application of the learning process (Maseko et al., 2019). It is vital to concentrate on this process for ease in perfection and understanding of the process. The perfect understanding of the present reality of coachees leads to clear strategies to increase performance based on such insights. 
1.	Exploration of the obstacles and options
A coach must ensure he asks the coachees about their obstacles. Obstacles might be poor communication, lack of access to employee social interaction, failure by an organisation to engage the employees in proper training and lack of proper motivation. The coach issues options to prevent these obstacles (Maseko et al., 2019). The option might be effective communication policies, proper social interaction and the effectiveness of the firm's sources and facilities to improve performance. All these options will expose an employee to a clear understanding of the needed intervention regarding improving performance and preventing obstacles. 
1.	Committing to the specific actions
A coach must ensure the solutions to the specific objectives by engaging in clear actions (Maseko et al., 2019). The coach can apply the contingency plan to ensure the proper adaptation by the coach when using specific actions. 
1.	Implementation
This stage involves the proper implementation of the actions. The situation contributes to the clear presentation and perfection regarding the required approaches (Maseko et al., 2019). The coach must implement the actions to suit the coaches and the entire firm
1.	Review of the strategies
A coach must adequately evaluate the strategies to perfect the art of continued involvement and the approaches required. It is vital to state that a coach who has a chance to review the performance will understand the areas that need continued coaching and the perfect results achieved. When there is a detailed review, a coach will know the changes and the improvements made and focus on achieving the needed interventions (Maseko et al., 2019). 

One of the intellectual skills required by a coach is the perfect application of the mind map to expose the employees and other stakeholders to perfect understanding and achievement of the required goal. 
Mind map tool
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Figure 2: Mind map tool
This mind map is a technique or a coaching procedure exposing a coach and coaches to a perfect grasp of the contents and the insights presented. One of the skills in this situation is attitude. A coach must have a positive attitude towards the coaches to ensure mutual trust and relationship (Van Hees et al., 2022). When a coach has ideal pressure and representation, he or she will be in a perfect position to understand the weaknesses and strengths of employees and ensure he strategies on improving performance. According to Rosha & Lace (2018), a coach must ensure the inclusion of professional knowledge and personality skills, such as emotional intelligence, to adapt to the changes and high-charged situations in a firm (Rosha & Lace (2018). For instance, an intense and competitive environment requires a coach to perfect the art of applying the perfect emotions to understand the procedures, such as exposure to different techniques applicable to a specific workplace. The more focused on the performance, the higher the chance of perfecting the art of representation and achieving the set goals. The entire situation will impact the workplace positively since the employees will have improved performance and high productivity levels (Rosha & Lace (2018). 

Applying the STEPPPA coaching model is also evident in need for perfect coaching in the workplace. In this model, there must be the subject or the coaching topic. According to Businessballs (2022), the subject of coaching in a workplace should be related to performance management and the required roles of a leader (Businessballs, 2022). A coach can expose employees to branding awareness as a subject. In this case, the coach will apply emotional intelligence as a part of the personality to ensure the employees are valuable and viable and can concentrate on the insights presented. In this process, there is an aspect of perception. The more the employees and the stakeholders in a coaching program perceive the entire coaching as ideal ab beneficial, it is evident that the coach has mastered the art of perception skills required and presented. Blackbyrn (2023) asserts that a coach must also have a plan to affect the required interventions (Blackbyrn, 2023). The planning skills expose him or her to preparing the best coaching program that will, in turn, create the perfection required regarding the changing employees. The pace at which a coach implements and acts on the goals is also vital. This situation contributes to a clear understanding that the time frame is ideal, and a coach must have the skills to match the presented timeframe and the pace of the performance. Every coach has a chance to ensure the transparent and rational process required to achieve the required goals. A coach must act on the goals and apply skills to ensure the goals' achievement. [image: Steppa Images – Browse 438 Stock Photos, Vectors, and Video | Adobe Stock] 
Figure 3: STEPPA model
This model has differences and similarities with the mind map tool. The mind map concentrates on skills and factors such as professional knowledge, personality, finance, attitude, communication, and technical and leadership skills. However, the STEPPPA model issues the detailed process and the steps to ensure the increased approaches to coaching, from choosing the subject to acting on such aspects with elements such as target, emotion, perception, plan, and pace, are taken into proper consideration. The increased approach to realising the steps and the insight into this concept creates an environment where everyone in the workplace should be concerned about performance. The more the concentration on perfection in a firm as far as coaching is concerned, the higher the chances of total engagement in the clarity and perfection of the strategies and the performance goals. The two models are, therefore, vital in engaging in the proper coaching. 
Applying the two models or techniques concerning coaching impacts an orgaorganization's engagement and leadership. According to Azad et al. (2017), leadership and management in an organisation are vital concepts that require the best technique, understanding and clarity regarding the goals set and the clear action procedures (Azad et al. (2017). 
The fact that a coach can apply technical and communication skills and r them to the employees under the coaching program leads to perfect management and leadership in a firm. The employees might be managers who aim to learn more about leadership and management strategies (Azad et al., 2017). Also, the direct concentration on professional knowledge ad leadership skills contributes to clarity in achieving the goals set. The more the focus on this approach, the higher the chances of perfecting the art of management that will affect the firm positively. This approach creates ideal insights for the managers in the coaching program. For instance, the leadership principles at Amazon, such as obsession with customers, hiring and developing the best and inventing and simplifying, will impact it positively. Using cognitive and intellectual skills exposes managers and coaches to perfect the art of attracting consumers (Azad et al., 2017). Human resource managers exposed to coaching programs will be ideal and create high-level and intensified invention strategies after meaning the best coaching skills. A firm applying these models will also be in a perfect position to improve the stated insights since the employees under coaching will adhere to the directives issued and work within the professional knowledge (Azad et al., 2017). A firm using these models will also ensure financial and social stability since the models dwell on communication and personality skills that create a high-level approach to perfecting the art of learning. The more the concentration on this approach, the higher the chance of perfecting the art of implementing the coaching insights and the skills issued by the coach to the coaches. All these contribute to the perfection in coaching required in a workplace. 
Conclusion
Conclusively, coaching and mentoring are prevalent techniques in every workplace. There are slight differences between these concepts leading to the best approach in their understanding. The application of transferrable skills, cognitive and intellectual skills, knowledge and attitudes and the practical skill of coaching is evident in this report. Since coaching focuses on the timeframe, performance-based and structured approach, it is a vital technique that every workplace can adopt. Mentoring can take a long time and creates dissatisfaction due to the need for more formal and transparent structures. A coach must have communication skills, emotional intelligence, sensitivity, personality balance, exposure, an ideal attitude towards perfection and teamwork skills that would create unity in the firm. Coaching is further based on improving strategies, performance adaptation and excelling in a firm. The situation as presented is wide and broad, leading to the perfect exposure of employees to perfection. Therefore, coaching is the best technique to be applied in the workplace, although mentorship is also vital. Every firm should engage employees and stakeholders in proper coaching.
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Figure 3: STEPPPA Model
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