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[bookmark: _Toc134383127]Introduction.
The purpose of this report is to discuss the importance of coaching and mentoring for employee development and growth within organizations. The key differences between coaching and mentoring are discussed. This report illustrates how coaching and mentoring contribute to employee development and overall organizational success using case studies from Apple Inc, Google, and Deloitte. In addition, the report discusses the competencies that coaches and mentors should possess, including the ability to build rapport and communicate effectively. It emphasizes the need for coaches and mentors to measure the impact of their programs and to adjust them as necessary. There is also a discussion of the potential challenges and limitations of coaching and mentoring in the workplace. Despite the fact that coaching and mentoring can be powerful tools for personal and professional development in the workplace, they require careful consideration and assessment prior to being implemented.

In addition, the report provides an overview of the knowledge, skills, attitudes, and behaviours required for effective workplace coaching. The benefits of coaching include improved job performance, the development of skills and confidence, and the promotion of personal growth. Successful coaching requires active listening, effective communication, emotional intelligence, skilled questioning, empathy, creativity, flexibility, and resilience. As part of the coaching process, the report emphasizes the importance of building rapport and establishing trust with coachees, as well as the significance of active listening and reflective techniques. Coaching requires a growth mindset, a willingness to learn and adapt, and a thorough understanding of both the coachee's role and responsibilities as well as the organization's objectives and goals. By implementing the strategies outlined in the report, we can build rapport, improve communication, and achieve better results.

Additionally, the report explores various coaching models that managers can use in order to assist employees in reaching their professional development goals. The report examines four coaching models: the GO MAD model, the GROW model, the CIGAR model, and the OSCAR model. Each model is described in detail, along with examples of how it can be applied to assist employees in developing their skills and achieving their goals. The report then suggests two ways in which managers may use the OSCAR model to assist their employees: by setting objectives and analysing the situation. Using these coaching models, managers can provide employees with a supportive environment in which they can develop their skills and achieve their professional goals.

[bookmark: _Toc134383128]1.	Explain the similarities and differences of coaching and mentoring within an organisational context.
[bookmark: _Hlk134349532]Coaching and mentoring are two distinct practices in the workplace. The International Coaching Federation (ICF) defines coaching as "partnering with clients in a thought-provoking and creative process that inspires them to maximize their personal and professional potential" (ICF, 2021). On the other hand, mentoring is "a relationship between an experienced individual (the mentor) and a less experienced individual (the mentee) that facilitates the mentee's professional and personal development" (EMCC Global, n.d.a).Both coaching and mentoring involve helping individuals develop their skills and knowledge in a particular area, but coaching tends to focus on short-term goals and specific skills, while mentoring has a more long-term and holistic approach to professional development. For example, coaching and mentoring are integral practices for employee growth and development within Apple Inc. According to Mishra (2019), Apple's Senior Vice President of Retail and People has emphasized the importance of these practices in the company's culture. In a 2019 interview with LinkedIn, it was noted that Apple has a strong coaching culture and believes in providing its employees with the necessary resources for success (Sim, 2019). Apple's emphasis on coaching and mentoring is evident in the company's internal programs and resources (Sim, 2019; Mishra, 2019). For instance, the "Grow Your Network" initiative connects employees with mentors and coaches from diverse departments and functions. This program provides a platform for employees to receive guidance and support in their career development. Moreover, Apple's Leadership and Career Development team offers training and development programs, including coaching certification courses, which enable employees to become certified coaches. These initiatives demonstrate the company's commitment to fostering a strong coaching culture and supporting employees' growth and development. Based on a different approach, Sigma Assessment Systems (2020) found that Google has an employee-centric culture, which includes extensive coaching and mentoring. Through one-on-one coaching, group coaching, and peer mentoring programs, Google supports its employees in developing new skills, taking on challenging projects, and navigating their career growth. It is well-documented that mentoring programs can yield valuable career benefits for those being mentored, also known as protégés (Allen et al., 2004). Deloitte's Impact Report (2017) emphasizes coaching and mentoring for employee development. For example, Deloitte has implemented formal programs to support its staff's career growth, such as pairing experienced professionals with junior staff members through its mentoring program to provide guidance and support. Additionally, Deloitte offers coaching programs aimed at enhancing employees' leadership skills and helping them achieve their career goals. The company's approach to learning and development is rooted in its belief that investing in its people is critical to delivering high-quality service to clients (Deloitte, 2017). By investing in coaching and mentoring programs, companies can foster a culture of continuous learning and development, which ultimately leads to higher employee satisfaction and retention. Examples from companies like Apple, Google, and Deloitte demonstrate the positive impact of coaching and mentoring on employee growth and development. Therefore, it is essential for organizations to prioritize coaching and mentoring as part of their overall employee development strategy.
[bookmark: _Hlk133832950]Establishing a rapport with mentees or coachees is an essential competency for coaches and mentors (Ehrich et al., 2004). This requires building trust and mutual respect to enable effective communication and promote learning (Ehrich et al., 2004). For example, at Apple Inc, coaches and mentors are trained to develop these skills through active listening, empathy, and feedback (Mishra, 2019). By building a strong rapport with their mentees or coachees, coaches and mentors can create a safe and supportive environment in which employees can learn, grow, and develop (Ehrich et al., 2004).
To ensure the effectiveness of coaching and mentoring programs, it is crucial to measure their impact and adjust them as necessary (Kram & Hall, 1996). For example, Apple Inc, coaching, and mentoring programs are regularly evaluated to ensure that they meet the needs of employees and contribute to the organization's success (Sim, 2019; Mishra, 2019). This evaluation process involves gathering feedback from employees and tracking their progress over time (Sim, 2019; Mishra, 2019). For instance, mentors may provide feedback on their mentees' progress, and coachees may complete surveys to assess the effectiveness of their coaching sessions (Sim, 2019; Mishra, 2019). By measuring the impact of coaching and mentoring programs, Apple Inc can identify areas for improvement and make adjustments to ensure that these programs continue to provide value to employees and the organization as a whole (Kram & Hall, 1996).
When implementing coaching and mentoring in the workplace, it is essential to consider potential challenges and limitations (Noe, 2017). Some employees may view coaching or mentoring as criticism or a waste of time, leading to resistance Additionally, coaching and mentoring can be time-consuming and require significant investment, which may not be feasible for all. Also , there may be limitations to the effectiveness of coaching and mentoring in addressing systemic issues within an organization .Therefore, it is crucial to assess the context and goals of coaching and mentoring initiatives before implementing them in the workplace (Noe, 2017).For example , coaching and mentoring can be highly effective tools for personal and professional development in the workplace, leading to increased job satisfaction, productivity, and retention (Noe, 2017). However, it is essential to approach these practices critically and consider their potential benefits and their limitations (Noe, 2017). To provide effective and responsible coaching and mentoring services to their clients or mentees, managers should understand the competencies required, the theoretical underpinnings, and the ethical implications (Gray, Garvey, & Lane, 2016). For example, in a study by de Haan et al. (2016), executive coaching was found to be an effective tool for developing senior executives' leadership skills. Executive coaching can help individuals improve their self-awareness, develop their leadership style, and build relationships with their teams. Furthermore, a study by The Conference Board (2018) found that executive coaching can result in increased productivity, improved employee retention, and higher customer satisfaction.
The aim of career coaching, according to Allen, Eby, and Lentz (2006), is to provide guidance and support to employees regarding job search strategies, networking, and career planning. Individuals seeking career changes or transitioning into a new industry may benefit most from career coaching. Eby, et al. (2008) emphasize the importance of mentoring programs in promoting employee learning and development. Employees can learn from their peers through peer mentoring and gain valuable insight into the organization's culture and practices as a result of it. Peer mentoring can be particularly beneficial for new employees, as it can help them navigate the complexities of the organization and build relationships.
For coaching and mentoring programs to be inclusive and effective, it is important to have a diverse group of mentors and coaches (Cox, 1994; Ely & Thomas, 1996). Employees with different experiences and identities may benefit from mentors and coaches from different backgrounds and experiences. It could be extremely beneficial for a woman or a minority who is just entering the field to receive guidance from a mentor who has had experience navigating a largely male-dominated industry, for example. In addition to having a diverse group of mentors and coaches, it is essential that mentoring and coaching programs are designed to be inclusive, which is supported by research on the adoption of diversity training (Rynes & Rosen, 1995). It is also important to consider the needs of employees from different backgrounds, such as those facing unique challenges or barriers. For example, coaching and mentoring programs may require accommodations for employees with disabilities. It is also necessary for coaches and mentors to receive training on how to work effectively with diverse employees in order to create an inclusive coaching and mentoring program (Ely & Thomas, 1996). Mentors and coaches should understand the importance of diversity and inclusion and be capable of supporting employees from a variety of backgrounds. It is crucial for institutions contemplating the implementation of coaching and mentoring programs in organizational development to evaluate the pertinent context and objectives before beginning such programs. In addition, coaches and mentors must be trained and developed so that they can provide effective and responsible services to their clients or mentees. To ensure that coaching and mentoring programs are meeting the needs of employees and contributing to the overall prosperity of the organization, organizations should regularly assess their effectiveness. 
It is necessary to provide coaching and mentoring to employees in order to facilitate their growth and development at work. In contrast to coaching, mentoring takes a more long-term and holistic approach to professional development. For coaching and mentoring programs to be effective, it is imperative to establish a strong rapport with mentees or coachees, as it promotes trust and promotes learning. In order to ensure their effectiveness, it is essential to assess the context and goals of coaching and mentoring initiatives before implementing them in the workplace, as they may not be feasible for everyone and may not be able to address systemic issues within an organization. In order to foster a culture of continuous learning and development, companies should prioritize coaching and mentoring as part of their overall employee development strategy.
[bookmark: _Toc134383129]2.	Critically explore the knowledge, skills, attitude, and behaviours needed by an effective workplace coach or mentor.
A coaching process involves guiding and supporting an individual or group to develop their skills and realize their potential, according to Grant and Cavanagh (2011). In the workplace, coaching can improve job performance, develop skills and confidence, and promote personal development. In order to be an effective workplace coach, one must possess a wide range of knowledge, skills, attitudes, and behaviours. Active listening is an essential skill for workplace coaches, since it involves listening carefully to what the coachee says and providing feedback that demonstrates understanding. Additionally, an effective coach must be able to communicate clearly with the coachee and build a rapport with him or her. It is also important for them to be capable of asking open-ended questions that promote critical thinking and problem solving (Grant & Cavanagh, 2011). 
1. Effective communication skills are critical for coaches in the workplace (Downey & Downey, 1999; Whitmore, 2010). A coach must be capable of communicating clearly and concisely with their employees, providing feedback, setting goals, and guiding them to achieve their goals. As an example, a coach may need to communicate with the members of their team about the latest developments in their projects, providing clear guidance and support to ensure the project is completed successfully.

2.         In order to be an effective coach, one should possess emotional intelligence (Goleman, 1996), which involves understanding and managing one's own emotions as well as those of others. A coach must be able to read employees' emotions and respond appropriately to their needs, providing support and guidance as needed. As an example, a coach may need to provide emotional support to an employee who is struggling to cope with a difficult project or deadline.

3.         Expert listening is a key skill for any effective coach (Whitmore, 2017). Coaches must be able to listen actively and attentively to their employees in order to provide support and guidance. As an example, a coach may need to provide guidance and support to an employee who is experiencing difficulties managing their workload.

4.         Skilled questioning is a critical competency for coaches (Stober & Grant, 2014). To help their employees achieve their objectives, they must possess excellent questioning skills, allowing them to ask the right questions at the right time.

5.         Empathy is a crucial skill for an effective coach (Gentry et al., 2016). An effective coach must possess empathy, which enables them to understand and relate to the experiences and perspectives of their employees.

6.         Creativity is a necessary competency for coaches (Kampa-Kokesch & Anderson, 2001). In order to develop innovative solutions to complex problems, they must be creative, capable of thinking outside the box.

7.         Flexibility is a key skill for coaches. Coaches should be able to adapt to changing circumstances and respond to the needs of their employees. In order to provide support and guidance tailored to each employee's circumstances, organizations must adjust their coaching approach according to their employees' needs. (Cox, 2012).

8.         Resilience is an essential competency for coaches (Richardson, 2002). It is essential for coaches to possess resilience in order to be able to cope with the challenges and pressures of their work environment.
A workplace coach should possess a growth mindset, as well as a willingness to learn and adapt, according to Goleman (2013). A coach must also be familiar with the role and responsibilities of the coachee, as well as the goals and objectives of the organization. Having this understanding allows a coach to tailor their coaching approach to the coachee's needs as well as the organization's objectives. For example, effective coaching requires coaches to address any resistance or conflict that may arise between them and their coachee. The cause of this may be attributed to a variety of factors, such as communication differences, conflicting goals or values, and the impact of previous experiences. Coaching can assist in overcoming these challenges and establishing trust by listening actively and empathically to coachee concerns, using reflective listening, identifying the root cause of the resistance or conflict, working collaboratively with the coachee to resolve the issue, being flexible and adapting their approach to meet the coachee's needs, and communicating transparently and honestly. Coaching can be more effective when coaches use these strategies to build trust and achieve better results.
Coaches need to develop active listening skills in order to establish a strong rapport with their clients and help them achieve their goals, according to Jackson and Cox (2018). In addition to paying attention to what the client is saying, they emphasize that active listening involves observing the client's body language, tone of voice, and other nonverbal cues. Coaches should also use reflective listening techniques, such as paraphrasing and summarizing, to show their clients that they have been heard and understood. Coaches are able to assist clients in developing a greater sense of self-awareness, clarifying their values and goals, and developing strategies to achieve success both personally and professionally by practicing active listening. Coaches must be able to demonstrate empathy effectively in order to build rapport with their clients. As outlined by Grant and Cavanagh (2011), effective coaches possess strong communication skills, an ability to ask open-ended questions, active listening skills, emotional intelligence, creativity, resilience, and flexibility. The coachee must also possess a growth mindset, be willing to learn and adapt, and have a thorough understanding of his or her role and responsibilities, as well as the organization's goals and objectives. 
Using reflective listening techniques such as paraphrasing and summarizing as part of the active listening process, Jackson and Cox (2018) suggest that coaches should demonstrate to clients that they have been heard and understood. As an example, Apple Inc.'s coaching program for its sales teams features individual and group coaching sessions as well as role-playing exercises that have resulted in improved customer satisfaction and increased sales revenue (Apple Education, 2020). It is imperative that coaches possess a growth mindset, are willing to learn and adapt, and have a thorough understanding of the coachee's role and responsibilities, as well as the company's goals and objectives, as emphasized by Goleman (2013). Occasionally, coachees may be resistant to coaching or there may be conflicts between the coach and coachee. To address such resistance or conflict, the coach must first understand the underlying reasons for it (Cox, 2012). In addition, coaches can provide examples of how coaching has helped others overcome similar challenges or demonstrate how coaching aligns with the coachee's values and goals (Grant & Cavanagh, 2011). Kampa-Kokesch and Anderson (2001) suggest that coaches should be creative and think outside the box in order to come up with innovative solutions to such challenges. Furthermore, coaches must possess emotional intelligence (Goleman, 1996) to understand and manage their own and the coachee's emotions, as well as empathy (Gentry et al., 2016) to understand and relate to the coachee's experiences and perspectives. In addition, coaches need to be resilient so that they can deal with the challenges and pressures of the workplace (Richardson, 2002). In order to maintain coaching's effectiveness, it is imperative to address any resistance or conflict as soon as possible.
As part of Apple Inc.'s 2020 education initiative, Apple Inc. introduced a coaching program for its sales teams (Apple Education, 2020). In order to improve customer engagement and sales effectiveness, the program provided individual and group coaching sessions, as well as role-playing exercises, delivered by internal coaches with expertise in sales and customer service. Among the benefits of the program, Prins (2019) reports that customer satisfaction has improved, and sales revenue has increased. Coaches play a key role at Apple Inc. in supporting employee development and growth. According to Beattie et al. (2014), the company's coaching program aims to provide managers with the skills and tools to effectively coach their teams. Among the topics covered are active listening, communication skills, and coaching methodologies. Coaches can effectively support their teams' development by aligning coaching goals with the organization's goals and tailoring their coaching approach to each employee's needs. Goleman (2013) emphasizes that in order to be an effective workplace coach or mentor, an individual must possess a growth mindset, a willingness to learn and adapt, as well as a deep understanding of the coachee's role and responsibilities, and the company's goals and objectives.
According to Garg, Murphy, and Singh's (2021) study, a successful coaching and mentoring relationship requires engaging and inspiring the mentee, strong interpersonal skills, relevant feedback, navigating organizational culture and politics, and developing a growth mindset. According to Creps (2008), coaches and mentors should be open-minded, flexible, and able to offer guidance on how to navigate an organization. For example, the "Reverse Mentoring" program conducted by General Electric GE, as reported by Forbes (2018) and Kobie (2022), illustrates that mentoring and coaching can be mutually beneficial and contribute to the growth of an organization.
As outlined by Google (n.d.), Devereaux (2017), and Sigma Assessment Systems (2020), Google's "G2G" program fosters a culture of collaboration, community, and trust among Google employees. Employees are encouraged to learn from one another through one-on-one coaching, group training, and mentorship initiatives, regardless of their job titles or departmental affiliations. The ability to engage in coaching and mentoring activities outside of their core job responsibilities can contribute to job satisfaction, personal growth, and career advancement. Throughout its G2G program, Google demonstrates its commitment to the development of its employees.
In addition to offering online courses and certification programs, Salesforce's "Trailhead" program, as discussed by Weeby (2023) and Morehouse (2023), provides employees with opportunities to develop new skills and advance their careers. As part of the program, employees are paired with experienced mentors who provide guidance on setting career goals and navigating careers within the company. Through these initiatives, a culture of continuous learning and development is promoted, resulting in higher levels of job satisfaction and higher levels of performance. In terms of employee development, Salesforce sets a high standard for organizations seeking to foster a culture of learning and growth.
Individuals and groups benefit greatly from coaching in terms of developing their skills and achieving their maximum potential. The benefits of coaching in the workplace include improving job performance, promoting personal development, and increasing confidence. Coaches must possess a wide range of knowledge, skills, attitudes, and behaviours, including strong communication skills, active listening skills, emotional intelligence, empathy, creativity, resilience, and flexibility. The ability to learn and adapt in order to meet the unique needs of each coachee and organization is a key requirement for an effective coach. An effective coach can help a coachee develop self-awareness, clarify their values and goals, and develop strategies for success by using reflective listening techniques. Coaching is an ongoing process requiring dedication, commitment, and a growth mindset on both sides.



[bookmark: _Toc134383130]3.	Critically assess a model or process that should be followed when formally coaching or mentoring.
As described by Gilbert (2005), another model often used is the GO MAD model, which focuses on goals, obstacles, options, and a way forward. It involves setting specific goals, identifying obstacles, and finding solutions to overcome them. An employee's goals can be achieved, and obstacles can be overcome by establishing a path forward. Coaching is usually conducted one-on-one, with a coach working closely with the employee to identify areas for improvement and develop a plan to achieve the employee's objectives (Goleman, Boyatzis, & McKee, 2001). This process is often tailored to meet the specific needs of the employee, and the coach uses a combination of models and techniques to help the employee achieve the desired outcomes. As an example, Goleman, Boyatzis, and McKee (2001) discussed how coaching helped an employee struggling with workload management and deadlines at Apple Inc. Coaches worked with employees to identify specific tasks that caused the most stress and developed plans for prioritizing work. Using the GROW model, the coach helped the employee set specific goals and identify actions needed to achieve them. As a result, the employee was able to manage their workload more effectively and meet their deadlines with greater ease. In another example of coaching at Apple Inc, an employee was experiencing difficulty communicating effectively with his or her colleagues. During the coaching session, the coach worked with the employee to identify the specific communication skills that needed to be improved and devised a plan to practice those skills in real-life situations. The OSCAR model was used to review the employee's progress on a regular basis, and to make adjustments as necessary (Goleman, Boyatzis, & McKee, 2001).
Known as the GROW model, this coaching framework stands for Goal, Reality, Options, and Way Forward. Coachees can use this model to establish clear and measurable goals, identify the reality of their situation, explore different options, and develop a concrete plan for moving forward (Whitmore, 2017). The GROW model can be used to assist employees in developing their skills and achieving their goals. For example, a manager could use the GROW model to coach an employee who wishes to improve their presentation skills. They could help the employee set a specific goal, such as delivering a successful presentation at an upcoming conference, analyse the employee's current presentation skills, brainstorm various ways to improve their skills, and develop a plan of action for achieving the goal (Whitmore, 2017; Kimsey-House et al., 2010; Stanier, 2016; Aguilar, 2013).

Another coaching framework is the CIGAR model (Zeus & Skiffington, 2005). It stands for Context, Issues, Goals, Actions, and Review. The model is designed to assist coachees in understanding the context of their situation, identifying the key issues they need to address, setting clear goals, taking action towards them, and reviewing their progress. A CIGAR model can be used to assist employees with specific issues or challenges at work (O'Neill, 2011).
As described by Whitmore (2017), the CLEAR model consists of Contracting, Listening, Exploring, Acting, and Reviewing. According to the model, it is essential to create a clear coaching contract at the beginning of the coaching relationship, actively listen to the coachee, examine their situation in depth, and take action toward their goals. Employees can benefit from the CLEAR model by developing their leadership skills. For example, a manager can assist an employee in becoming a better communicator. Their approach could include creating a clear coaching contract, actively listening to the employee's challenges and goals, exploring various communication strategies and techniques, taking concrete steps towards improving their communication skills, and reviewing their progress regularly (Whitmore, 2017; Kimsey-House et al., 2010; Stanier, 2016; Aguilar, 2013).
In recent years, the OSCAR model has gained popularity. This model involves defining the desired outcome, analysing the current situation, identifying options and actions, and reviewing the process. These steps can be followed by coaches and employees to achieve the desired outcome (Bachkirova, 2011). In accordance with the OSCAR model of coaching, coachees are encouraged to identify their desired outcome, evaluate their current situation, explore different options for moving forward, take concrete actions towards their goals, and review their progress (Whitmore, 2017).  In order to help employees, achieve their professional development goals, the OSCAR model could be utilized. For instance, a manager can help employees aspire to leadership roles by helping them to identify their desired outcome and assess their current situation, as well as exploring different options for developing their leadership skills, taking concrete actions towards their goals, and reviewing their progress on a regular basis (Whitmore, 2017; Kimsey-House et al., 2010; Stanier, 2016; Aguilar, 2013).

1.	Objective Setting: A manager may use the OSCAR model to help an employee set clear objectives for their role. The manager can work with the employee to identify specific, measurable, achievable, relevant, and time-bound (SMART) objectives that align with the company's goals. For instance, if an employee is struggling with meeting deadlines, the manager can use the OSCAR model to help the employee set SMART objectives to improve their time management skills.
2.	Situation Analysis: The OSCAR model can be used to conduct a situation analysis of an employee's performance. For example, if an employee is not meeting their performance targets, the manager can use the OSCAR model to identify the root causes of the issue. The manager can then work with the employee to develop an action plan to address the performance gap.
3.	Choices: The OSCAR model can be used to explore the choices available to an employee. For instance, if an employee is considering a job change, a coach can use the OSCAR model to help the employee explore their options. The coach can help the employee weigh the pros and cons of each option and develop a plan to achieve their desired outcome.
4.	Actions: The OSCAR model can be used to develop and implement action plans. For example, if an employee is struggling with public speaking, a coach can use the OSCAR model to help the employee develop a plan to improve their public speaking skills. The coach can help the employee identify specific actions they can take, such as practicing in front of a mirror, joining a public speaking club, or taking a course on public speaking.
5.	Review: The OSCAR model can be used to review progress and evaluate outcomes. For example, if an employee has been working on improving their time management skills, a coach can use the
The OSCAR model is used to review progress towards achieving the objectives set earlier. A coach can assist the employee in evaluating the outcomes of their actions and identifying areas for improvement.

An employee can set clear objectives for their role using the OSCAR model when it comes to setting objectives. It may be possible for the manager to work with the employee in order to identify specific, measurable, achievable, relevant, and time-bound (SMART) objectives that are aligned with the company's objectives. For instance, employees who have difficulty meeting deadlines can be helped by their manager by utilizing the OSCAR model to set SMART objectives to improve their time management skills (Whitmore, 2017).

 

The OSCAR model can be used to analyse an employee's performance as part of a situation analysis. Using the OSCAR model, the manager can identify the root causes of an employee's failure to meet their performance targets, for example. The manager can then work with the employee to develop an action plan for addressing the performance gap. The process could involve exploring different options, setting SMART objectives, and taking action toward their goals (Kimsey-House et al., 2010; Stanier, 2016).
When it comes to exploring choices, the OSCAR model can be used to help an employee consider their options. As noted by Parsloe and Leedham (2009), a coach can use the OSCAR model to help the employee weigh the pros and cons of each option and develop a plan to achieve their desired outcome. The coach can engage in practical conversations with the employee to help them explore their choices and come up with actionable steps to move forward. Stanier (2016) emphasizes that the OSCAR model can be used to develop and implement action plans. For example, if an employee struggles with public speaking, a coach can use the OSCAR model to help the employee develop a plan to improve their abilities. Coaching can help the employee identify specific actions they can take, such as practising in front of a mirror, joining a public speaking club, or taking a course on public speaking, and support them through the process.

The OSCAR model can be used to evaluate outcomes when reviewing progress. For example, a coach can use the OSCAR model if an employee has been working on improving their time management skills. As a coach, you can assist the employee in evaluating the results of their actions and identifying areas for improvement (Whitmore, 2017). Coaching and mentoring are effective strategies to assist employees in developing their skills and achieving their goals in the workplace (Whitmore, 2009; Zachary, 2011). The coaching process provides managers and coaches with a structured framework for collaborating with employees on identifying areas for improvement, setting objectives, and developing action plans.
The coaching programs are designed to provide ongoing feedback to employees, with a focus on setting clear goals and objectives and offering specific guidance on how to accomplish them. This approach to coaching fosters a sense of individual accountability and encourages employees to take an active role in their personal development (Whitmore, 2009). Coaching can be especially effective in enhancing individual performance and honing particular skills, resulting in improved job satisfaction and employee retention (Zachary, 2011).
Despite the fact that coaching is more prevalent than mentoring in many workplaces, mentoring remains an important component of employee development. Mentoring provides guidance, support, and advice to employees, particularly those who are new to the organization or are seeking long-term career advancement (Christensen et al., 2013). In spite of the fact that mentoring is generally less structured than coaching, it can be an effective method of building networks, gaining exposure to new ideas, and increasing job satisfaction among individuals.











[bookmark: _Toc134383131]Conclusion
In conclusion, coaching and mentoring are essential practices for the development and growth of employees within an organization. While coaching focuses on improving specific skills over a short period of time, mentoring takes a longer-term and more comprehensive approach to professional development. To establish trust and promote effective communication, it is essential to develop a rapport with mentees or coachees. It is crucial to measure the impact of coaching and mentoring programs in order to ensure their effectiveness. However, organizations should also take into consideration potential challenges and limitations when implementing coaching and mentoring in the workplace, such as resistance, investment, and systemic factors. It has been demonstrated that coaching and mentoring programs can positively impact employee development and growth in companies such as Apple, Google, and Deloitte. As a result, organizations should prioritize coaching and mentoring as part of their overall employee development program. The process of workplace coaching is one of the most important ways to improve employees' performance, develop their skills, and promote their personal development. Active listening, skilled questioning, emotional intelligence, empathy, creativity, flexibility, and resilience are all characteristics of effective coaches. A growth mindset, a willingness to learn and adapt, as well as a thorough understanding of their clients' roles and responsibilities as well as the objectives of their organization are also essential. Coaching requires active listening skills in order to establish a strong rapport and assist clients in achieving their goals. Coaching can demonstrate empathy and ensure that clients' concerns have been understood by using reflective listening techniques such as paraphrasing and summarizing. As a result of these strategies, coaches are able to build trust and achieve better results, enhancing the effectiveness of coaching for personal and professional development. The coaching process is a powerful tool for personal and professional development, and managers can use a variety of coaching models and frameworks when coaching their employees. Models such as GROW, CIGAR, GO MAD, CLEAR, and OSCAR are included in this list. In all models, a clear vision is established, obstacles and opportunities are identified, and an action plan is developed to implement the vision. As a result of its emphasis on identifying the desired outcome, analysing the current situation, identifying options and actions, and reviewing the process, the OSCAR model has become increasingly popular in recent years. In the end, coaching can assist employees in overcoming obstacles, developing their skills, and achieving their goals, thereby benefiting both the employee and the organization.  
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