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[bookmark: _Toc131452105]Introduction
Coaching and mentoring have become increasingly important in the contemporary workplace, as organisations recognise the value of investing in the development of their employees. Both coaching and mentoring can provide significant benefits, such as enhanced performance, increased job satisfaction, and higher levels of engagement. However, the two concepts are often used interchangeably, even though they have distinct differences.
This report's objectives are to examine the parallels and discrepancies between coaching and mentoring in the setting of organisations and to conduct a critical evaluation of the knowledge, skills, attitudes, and behaviours necessary to be a successful coach or mentor. The study will also provide a critical assessment of a model or procedure that needs to be used when coaching or mentoring, with an emphasis on the GROW model.
The report will draw on a range of evaluations, as well as practical examples and case studies from Amazon, one of the world's largest and most successful companies. Specifically, the report will examine the competencies required of an effective mentor or coach, common challenges and limitations faced by coaches and mentors, and strategies for overcoming these challenges. By providing a comprehensive overview of coaching and mentoring within an organisational context, this report will equip readers with a detailed understanding of the key concepts and practices involved, as well as the practical skills and competencies required to succeed.







[bookmark: _Toc131452106]Coaching and Mentoring: Similarities and Differences
[bookmark: _Toc131452107]Definition and Explanation of Coaching and Mentoring
Two unique methods of professional development may be applied in an organisational setting: coaching and mentoring. A coach assists an individual or a team in improving performance and achieving specified objectives through coaching, which is a collaborative process. The development of skills and competencies relevant to the employment position or task is often the emphasis of coaching. A coach assists the coaches in determining their strengths and shortcomings, setting realistic goals, and putting an action plan into practice to enhance performance. Coaching is often a quick procedure that is concentrated on certain tasks or problems.
A more experienced individual (the mentor) supports and mentors a less experienced person (the mentee) in their professional growth. Mentoring, on the other hand, is a longer-term practice. The goal of mentoring is to maximise the potential of the mentee and assist them in realising their professional goals. A variety of tasks can be included in mentoring, such as information and experience sharing, giving feedback and guidance, and enabling networking opportunities (Stokes, Fatien Diochon, & Otter, 2021).
Both coaching and mentoring involve building a supportive and trusting relationship between the coach or mentor and the coaches or mentee. However, coaching tends to be more task-focused and short-term, while mentoring is more career-focused and long-term. Additionally, coaching is typically provided by a trained external coach, whereas mentoring is often an informal relationship within an organisation.
[bookmark: _Toc131452108]Differences between Coaching and Mentoring
While coaching and mentoring are both methods of professional development, there are several key differences between them.
Focus: The primary focus of coaching is typically on improving specific skills and competencies related to a particular job or task. In contrast, the primary focus of mentoring is on guiding the mentee's overall career development and helping them to achieve their long-term goals (Al Hilali, et al, 2020).
Timeframe: Coaching is usually a shorter-term process, often focused on a specific task or issue. Mentoring, on the other hand, is usually a longer-term process, lasting for several months or even years.
Structure: Coaching sessions are typically structured and follow a set agenda, with specific goals and objectives to achieve. In contrast, mentoring relationships are often less structured, with the mentor and mentee meeting regularly to discuss a range of topics and issues.
Role: A coach is typically an external professional who is trained in coaching methodologies and techniques. A mentor, on the other hand, is usually an internal contact within an organisation who has experience and knowledge that can benefit the mentee (Connor, & Pokora, 2017).
Approach: Coaching tends to be a more directive approach, with the coach providing guidance and support to help the coaches achieve their goals. Mentoring, on the other hand, tends to be a more collaborative approach, with the mentor sharing their experiences and insights to help the mentee make their own decisions and develop their solutions.
Overall, while there are some similarities between coaching and mentoring, the primary differences lie in their focus, timeframe, structure, role, and approach. Understanding these differences is crucial for organisations looking to implement coaching and mentoring programs to support their employees' development.
[bookmark: _Toc131452109]Similarities between Coaching and Mentoring
While coaching and mentoring have some key differences, there are also several important similarities between the two approaches to professional development.
Building Relationships: Building a supportive and dependable connection with the coaches or mentees is a key component of both mentoring and coaching. This connection is essential to the coaching or mentoring process in both situations.
Confidentiality: High levels of secrecy are needed for both mentoring and coaching. For the coaches or mentees to openly express their opinions and concerns without fear of negative consequences, the coach or mentor must provide a secure and judgment-free atmosphere (Garvey, Garvey, & Stokes, 2021).
Active Listening: Both coaching and mentoring involve active listening. The coach or mentor must listen attentively to the coaches or mentee's concerns, thoughts and goals, and respond in a way that shows they have understood and are actively engaged in the conversation.
Empathy: Both coaching and mentoring require empathy. The coach or mentor must be able to put themselves in the coaches or mentee's shoes and understand their perspective, concerns and challenges.
Goal-Setting: Both coaching and mentoring involve setting goals. In coaching, the coach and coach’s work together to set specific, measurable goals that will help the coaches improve their skills and performance. In mentoring, the mentor and mentee work together to set career goals and develop a plan to achieve them.
Overall, coaching and mentoring share many similarities, including the importance of building relationships, maintaining confidentiality, active listening, empathy, and goal-setting. These similarities highlight the importance of both approaches to professional development and their potential to benefit individuals and organisations alike.
[bookmark: _Toc131452110]Examples from the Workplace
Amazon is a global e-commerce giant that employs thousands of people around the world. The company has a strong focus on employee development and offers coaching and mentoring programs to help its employees reach their full potential (Gray, Garvey, & Lane, 2016).
Coaching at Amazon is designed to help employees develop their skills and achieve their career goals. The coaching process is based on a three-step approach: identifying areas for improvement, creating a plan to address those areas, and following through on the plan. Coaching at Amazon is focused on providing employees with the feedback and support they need to grow and develop professionally.
Mentoring at Amazon is also a key component of the company's employee development strategy. The company has a formal mentoring program that matches employees with experienced mentors who can offer guidance and support. Mentors at Amazon help their mentees set career goals, develop their skills, and navigate the company's culture and processes. Mentoring at Amazon is designed to help employees build relationships, expand their knowledge, and achieve their career objectives (Koopman, et al, 2021).
One example of Amazon's coaching and mentoring programs is the Career Choice program. This program is designed to help employees gain new skills and advance their careers by offering tuition assistance for courses and certifications in high-demand fields. The program also provides coaching and mentoring support to help employees navigate their education and career paths.
Overall, Amazon's coaching and mentoring programs demonstrate the company's commitment to employee development and its belief in the importance of investing in its workforce.
[bookmark: _Toc131452111]Exploring Effective Workplace Mentoring
[bookmark: _Toc131452112]The Role of Knowledge, Skills, Attitudes, and Behaviours of Mentoring
The role of knowledge, skills, attitudes, and behaviours of mentoring in the workplace is critical to the success of mentoring programs. Mentoring involves a relationship between a mentor and mentee, intending to support the mentee's professional growth and development. Effective mentoring requires a range of competencies, including:
Knowledge: Mentors need to have a strong understanding of their industry, profession, and the organization they work for. This knowledge helps mentors provide guidance and advice that is relevant and tailored to the mentee's needs (Forbes, et al, 2021).
Skills: Mentors need to have strong communication skills, including active listening, effective feedback, and the ability to ask open-ended questions. Mentors also need to have the ability to guide and coach the mentee through complex tasks and provide support and encouragement.
Attitudes: Mentors need to have a positive attitude towards mentoring, with a genuine interest in supporting the development of their mentee. Mentors need to be patient, empathetic, and willing to invest time and energy into the mentoring relationship.
Behaviours: Mentors need to demonstrate the behaviours that they expect from their mentees. This includes being reliable, punctual, and responsive, as well as modelling professional and ethical behaviour.
Overall, the role of knowledge, skills, attitudes, and behaviours in mentoring is critical to the success of mentoring relationships. Mentors who possess these competencies can build strong relationships with their mentees, provide effective guidance and support, and help their mentees achieve their professional goals. In the workplace, mentoring programs can help organizations retain talent, promote employee development, and build a culture of learning and growth. Therefore, organizations need to invest in the development of their mentors to ensure that they have the knowledge, skills, attitudes, and behaviours required to support their mentees effectively (Harrison, 2017).
[bookmark: _Toc131452113]Competencies of an Effective Workplace Mentor
An effective workplace mentor possesses a range of competencies that are critical to building a successful mentoring relationship. These competencies include:
Active listening: Mentors need to be able to actively listen to their mentee's concerns, challenges, and goals to provide relevant guidance and support.
Effective communication: To adapt their approach to the requirements of their mentee, mentors must be able to communicate clearly and effectively while utilising a variety of communication approaches.
Empathy: To comprehend their mentee's viewpoints, difficulties, and motives, mentors must be able to put themselves in their mentee's shoes (Mitchell, 2018).
Flexibility: Since everyone has a distinct learning style and taste, mentors must be able to modify their approach to fit the demands of their mentees.
Emotional intelligence: Mentors need to be able to understand and manage their own emotions, as well as recognise and respond to the emotions of their mentees.
Coaching skills: Mentors need to have strong coaching skills, including the ability to provide feedback, ask open-ended questions, and guide their mentees through complex tasks.
Professionalism: Mentors need to demonstrate a high level of professionalism and ethical behaviour, serving as role models for their mentees.
Overall, an effective workplace mentor needs to possess a range of competencies that allow them to build strong relationships with their mentee, provide effective guidance and support, and help their mentee achieve their professional goals. Organizations that invest in the development of their mentors are more likely to build a culture of learning and growth, retain talent, and support employee development (Lao, Wilesmith, & Forbes, 2022).
[bookmark: _Toc131452114]Case Studies and Examples from the Workplace
The "Career Choice" initiative at Amazon, which gives staff members the option to pursue training and education in industries with high demand, such as healthcare, transportation, and Technology, is one instance of successful mentorship within the company. Up to 95% of the tuition and expenses for courses relevant to an employee's present position or long-term career objectives are covered by the programme. Employees are paired with a mentor who helps them navigate the program, develop a career plan, and identify job opportunities (Kroll, 2016).
Another example is Amazon's "Mentor Connect" program, which matches employees with mentors who can provide guidance and support in their career development. Mentors are trained to provide feedback, set goals, and help mentees build their skills and knowledge. The program has been successful in supporting employee growth and development and has been expanded to include virtual mentoring opportunities to connect employees across different locations and time zones.
In addition to these formal programs, Amazon encourages informal mentoring relationships to develop naturally between employees. Senior leaders at Amazon are known for their commitment to coaching and mentoring their direct reports, which has created a culture of learning and development throughout the organization. The company also provides resources and tools to support mentoring, such as training for mentors and mentees, guidelines for effective mentoring relationships, and opportunities for networking and knowledge sharing (Ragins, & Verbos, 2017).
[bookmark: _Toc131452115]Critically Assessing a Model or Process for Coaching or Mentoring
[bookmark: _Toc131452116]Overview of Models or Processes for Coaching or Mentoring
There are several models or processes for coaching and mentoring that have been developed to guide effective practice in the workplace. One widely used model for coaching is the GROW model, which stands for Goal, Reality, Options, and Way Forward. This model encourages coaches to help their coaches define specific and measurable goals, explore their current reality and challenges, identify potential options and strategies, and develop an action plan to move forward (Lancer, Clutterbuck, & Megginson, 2016).
Another model that is commonly used in mentoring is the OSCAR model, which stands for Objectives, Skills, Choices, Actions, and Review. This model focuses on setting clear objectives for the mentoring relationship, identifying the skills and knowledge needed to achieve those objectives, exploring different choices and strategies, taking action to implement those strategies, and reviewing progress and learning from the experience.
The CLEAR model is another framework for effective mentoring, which stands for Contracting, Learning, Engaging, Action, and Review. This model emphasizes the importance of establishing clear expectations and agreements at the outset of the mentoring relationship, focusing on learning and development throughout the process, engaging in active dialogue and reflection, taking action to achieve goals, and reviewing progress and outcomes (Gray, Garvey, & Lane, 2016).
Regardless of the specific model or process used, effective coaching and mentoring require a range of competencies, including active listening, questioning, feedback, goal setting, problem-solving, and relationship building. It also requires a deep understanding of the individual needs and goals of the coaches or mentee, as well as the broader context and culture of the organization in which the coaching or mentoring is taking place.
[bookmark: _Toc131452117]Comparison and Contrast of Different Models or Processes
There are various models or processes for coaching and mentoring that have been developed, and they differ in their approach, emphasis, and structure. Here is a comparison and contrast of some of the commonly used models:
GROW model vs OSCAR model: Both models follow a structured approach to coaching or mentoring, but the GROW model is more focused on goal setting and action planning, whereas the OSCAR model places more emphasis on skills development and exploring different options.
CLEAR model vs GROW model: Both models have a similar structure, but the CLEAR model puts greater emphasis on contracting and relationship building, while the GROW model focuses more on exploring options and problem-solving (Bachkirova, Jackson, & Clutterbuck, 2021).
Narrative coaching vs solution-focused coaching: Narrative coaching emphasizes the use of stories and metaphors to help the coaches develop a deeper understanding of themselves and their situation, whereas solution-focused coaching focuses on identifying and implementing specific solutions to problems.
Mentoring circles vs traditional one-to-one mentoring: Mentoring circles involve a group of mentors and mentees coming together to share experiences and knowledge, whereas traditional one-to-one mentoring involves a single mentor providing guidance and support to a mentee.
Overall, each model or process has its strengths and weaknesses, and the choice of model will depend on the goals, needs, and preferences of the coaches or mentee, as well as the context and culture of the organization in which coaching or mentoring is taking place. A skilled coach or mentor will be able to adapt their approach to meet the specific needs of each individual they work with (Yount, et al, 2018).
[bookmark: _Toc131452118]Critique and Evaluation of GROW Model
The GROW model is a widely used coaching model that provides a structured approach to coaching conversations. It stands for Goal, Reality, Options, and Will, and it is designed to help coaches set and achieve specific goals. Here is a critique and evaluation of the GROW model:

Strengths:
· Simple and easy to use: The GROW model is a straightforward and easy-to-remember framework that can be quickly adapted to different coaching situations.
· Goal-oriented: The model places a strong emphasis on goal setting, which can help coaches clarify their objectives and focus their efforts.
· Provides a clear structure: The GROW model provides a clear structure for coaching conversations, which can help coaches and coaches stay on track and avoid getting side-tracked.
Weaknesses:
· Limited focus on emotions and relationships: The GROW model is primarily focused on achieving specific goals, which means it may not be effective for addressing more complex emotional or relational issues.
· Overemphasis on action planning: The model places a strong emphasis on developing action plans, which may not always be appropriate or effective for every situation.
· Lack of flexibility: The GROW model is a rigid framework that may not be suitable for all coaching situations, and it can be difficult to adapt to the unique needs and circumstances of each coach.
Overall, while the GROW model can be an effective coaching tool in many situations, it is important to recognize its limitations and be willing to adapt it or use other approaches as needed. Coaches and coaches should also be aware of the potential for the model to focus too much on goals and action planning at the expense of addressing deeper emotional and relational issues (Revelo, & Loui, 2016).
[bookmark: _Toc131452119]Application of a Model or Process in the Workplace
The GROW model is another coaching and mentoring model that is commonly used in many organizations, including Amazon. The GROW model stands for Goal, Reality, Options, and Will, and it is a simple and effective coaching framework that helps individuals identify their goals, assess the current reality, explore options, and establish a plan to achieve their goals.
At Amazon, the GROW model is often used in one-on-one coaching sessions between managers and employees. Managers use the GROW model to help employees identify and achieve their goals, both for their current role and for their long-term career development. For example, a manager might use the GROW model to help an employee who wants to develop their leadership skills (Bishop, 2016).
The GROW model allows the manager to guide the conversation and help the employee identify their goals, assess their current reality, explore options, and establish a plan of action. This might involve helping the employee identify specific leadership skills they want to develop, assessing their current level of experience and knowledge, exploring options for developing those skills, and then establishing a plan for achieving their goals.
The GROW model is effective at Amazon because it provides a clear structure for coaching conversations, allowing managers to guide the conversation in a way that helps employees achieve their goals. By using the GROW model, managers at Amazon can ensure that coaching conversations are focused and productive and that employees can develop their skills and achieve their full potential.
[bookmark: _Toc131452120]Challenges and Limitations of Coaching and Mentoring in an Organisational Context
[bookmark: _Toc131452121]Common Challenges Faced by Coaches and Mentors
As with any organization, coaches and mentors at Amazon may face unique challenges. Here are some common challenges that coaches and mentors at Amazon may encounter:
Fast-paced environment: Amazon is known for its fast-paced work environment, which can make it challenging for coaches and mentors to keep up with the demands of their roles.
High expectations: Amazon is known for its high expectations of employees, which can put added pressure on coaches and mentors to deliver results (Blackman, Moscardo, & Gray, 2016).
Limited time: Coaches and mentors at Amazon may have limited time to dedicate to coaching and mentoring relationships, given the demands of their other responsibilities.
Cultural differences: Amazon is a global organization with employees from many different cultures and backgrounds. Coaches and mentors may need to navigate these cultural differences to build effective relationships.
Resistance to change: Amazon is an innovative and dynamic organization that is constantly evolving. Some employees may resist changes, which can make coaching and mentoring more challenging (Hakro, & Mathew, 2020).
Accountability: Coaches and mentors may face challenges in holding employees accountable for their goals and commitments. This is particularly challenging in a fast-paced environment where priorities can shift quickly.
Confidentiality: Coaches and mentors must maintain confidentiality and build trust with employees. In a fast-paced and competitive environment like Amazon, maintaining confidentiality can be particularly challenging.
Overall, coaches and mentors at Amazon must be adaptable and resilient, able to navigate the challenges of a fast-paced and dynamic work environment while maintaining focus on their coaching and mentoring goals. Effective communication, time management, and cultural awareness are key competencies that can help coaches and mentors succeed at Amazon.
[bookmark: _Toc131452122]Limitations of Coaching and Mentoring
While coaching and mentoring are effective strategies for employee development, some limitations should be acknowledged. In the context of Amazon, some of the limitations of coaching and mentoring include:
Time Constraints: Amazon is known for its fast-paced work environment, and employees often have limited time for additional training or mentoring sessions. Coaches and mentors may find it challenging to find time to schedule sessions that do not conflict with employees’ busy work schedules.
Resistance to Change: Some employees may be resistant to change, especially if they have been working in the same role or department for a long time. This can make it difficult for coaches and mentors to introduce new ideas or strategies (Lancer, Clutterbuck, & Megginson, 2016).
Limited Access: Amazon is a global company with employees working in various locations and time zones. Coaches and mentors may face challenges in accessing all employees, especially those who work remotely or in different time zones.
Lack of Trust: Employees may be hesitant to open up to coaches and mentors if they do not trust them or do not believe they have their best interests at heart. Building trust can take time, and coaches and mentors must be patient and consistent in their approach.
Limited Expertise: While coaches and mentors may have extensive experience in their fields, they may not be experts in every area of the company. This can limit their effectiveness in providing guidance and support to employees in areas where they lack expertise.
Lack of Accountability: Coaches and mentors may find it challenging to hold employees accountable for their goals and actions. Without clear accountability measures, employees may not take coaching and mentoring seriously, and the process may become ineffective.
Overall, while coaching and mentoring can be highly beneficial, it is essential to recognize and address the limitations to ensure their effectiveness in Amazon's workplace.
[bookmark: _Toc131452123]Strategies to Overcome Challenges and Limitations
To overcome the challenges and limitations of coaching and mentoring at Amazon Company, several strategies can be adopted, including:
Providing adequate training: Coaches and mentors can be provided with training to help them develop the necessary skills and knowledge required for effective coaching and mentoring. This can include training in communication skills, conflict resolution, and goal setting.
Establishing clear goals and objectives: Clear goals and objectives should be established to ensure that the coaching and mentoring relationship is focused and effective. This will help both the coach/mentor and the employee to stay on track and achieve the desired outcomes (Tahir, et al, 2016).
Regular evaluation and feedback: Regular evaluation and feedback can help identify any issues or challenges that may arise during the coaching and mentoring process. This can help both parties to make necessary adjustments and ensure that the relationship is effective.
Encouraging open communication: Open communication is essential for effective coaching and mentoring. This involves creating a safe and supportive environment where employees can express their thoughts and feelings without fear of judgment.
Providing ongoing support: Ongoing support should be provided to coaches and mentors to help them manage any challenges or limitations that may arise during the coaching and mentoring process. This can include access to resources, regular check-ins, and opportunities for professional development.
By adopting these strategies, coaches and mentors in Amazon company can overcome the challenges and limitations of coaching and mentoring and ensure that the coaching and mentoring relationship is effective and successful (Vikaraman, Mansor, & Hamzah, 2017).
[bookmark: _Toc131452124]Case Studies and Examples from the Workplace
One of the challenges faced by coaches and mentors at Amazon is the lack of time and availability of employees. Amazon is a fast-paced and high-pressure company where employees are often busy with their work. This can make it challenging for coaches and mentors to schedule regular meetings and maintain consistent communication with their mentees. To overcome this challenge, Amazon provides flexible coaching and mentoring programs that can be tailored to the needs of individual employees. Coaches and mentors are encouraged to use technology and other tools to communicate with their mentees, such as video conferencing, email, and instant messaging.
Another challenge faced by coaches and mentors at Amazon is the need to align coaching and mentoring goals with the overall objectives of the company. Amazon has a highly competitive and results-driven culture, and coaches and mentors need to ensure that their coaching and mentoring programs are aligned with the company's goals and values. To overcome this challenge, Amazon provides training and resources to help coaches and mentors understand the company's mission, vision, and values. Coaches and mentors are also encouraged to work closely with their mentees to understand their career aspirations and develop coaching and mentoring plans that are tailored to their needs (Connor, & Pokora, 2017).
One example of how Amazon overcomes these challenges is through its Career Choice program, which provides employees with training and education opportunities to develop their skills and advance their careers within the company. The program includes coaching and mentoring components, which are designed to help employees identify their strengths and weaknesses and develop plans for career development. Coaches and mentors are trained to work with employees to identify their goals and develop plans that are aligned with the company's overall objectives. By providing flexible coaching and mentoring programs and aligning coaching and mentoring goals with the company's values, Amazon can overcome the challenges of coaching and mentoring and provide valuable support to its employees.















[bookmark: _Toc131452125]Conclusion
Coaching and mentoring are essential techniques that can enhance the performance and potential of employees in an organizational context. They enable employees to gain new knowledge, skills, and attitudes that can help them improve their productivity and career growth. In this paper, we've examined the parallels and discrepancies between coaching and mentoring, given a critical assessment of the skills needed for each, and evaluated the GROW model for both.
The significance of information, abilities, attitudes, and behaviours in the mentoring process has been covered, and the competencies necessary for successful mentoring have been underlined. To show how coaching and mentoring may be used at work to improve employee performance and potential, we have also included case studies and examples from the Amazon Corporation.
Despite the many benefits of coaching and mentoring, some challenges and limitations can hinder their effectiveness. We have discussed the common challenges faced by coaches and mentors and provided strategies to overcome these challenges. Additionally, we have highlighted the limitations of coaching and mentoring and provided recommendations for Amazon Company to address these limitations and enhance the effectiveness of coaching and mentoring programs.
Overall, this report provides a comprehensive analysis of coaching and mentoring in an organizational context, highlighting their similarities, differences, competencies required, and models or processes for their practice and deployment. By implementing the recommendations provided in this report, Amazon Company can improve its coaching and mentoring programs and enhance the performance and potential of its employees.






[bookmark: _Toc131452126]Recommendations for Organisations
Based on the analysis and evaluation conducted on coaching and mentoring practices in Amazon, the following recommendations are suggested:
Implement a formal coaching and mentoring program: Amazon should develop and implement a formal coaching and mentoring program to ensure that coaching and mentoring are conducted consistently and effectively across the organization. This program should be accessible to all employees and should include training on coaching and mentoring skills for managers and mentors.
Foster a coaching and mentoring culture: Amazon should promote a coaching and mentoring culture by encouraging employees to seek out coaching and mentoring relationships, recognizing and rewarding effective coaches and mentors, and incorporating coaching and mentoring into performance evaluations.
Address challenges and limitations: Amazon should address common challenges and limitations of coaching and mentoring by providing resources and support to coaches and mentors, creating opportunities for peer learning and support, and regularly evaluating the effectiveness of coaching and mentoring programs.
Incorporate technology: Amazon should explore the use of technology to enhance coaching and mentoring practices. This could include the use of online platforms for coaching and mentoring sessions, as well as the integration of coaching and mentoring into existing communication and collaboration tools.
Emphasize the importance of diversity and inclusion: Amazon should prioritize diversity and inclusion in coaching and mentoring programs by ensuring that coaches and mentors receive training on cultural competency and unconscious bias, and by actively seeking out diverse coaching and mentoring relationships.
By implementing these recommendations, Amazon can enhance its coaching and mentoring practices and better support the development and growth of its employees. A robust coaching and mentoring program can not only improve employee engagement and retention but also lead to increased productivity and profitability for the organization.
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