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On-the-job learning
On-the-job learning is one of the essential concepts that have been examined in the text. On-the-job learning can be described as any form of training that individuals receive at their respective places of work (Hunt & Weintraub, 2006). In this approach, employees are simply trained while working on their normal duties rather than organizing time for conferences or even workshops. One of the significance of this concept is that employees are able to learn new things by using existing workplace equipment, documents, and knowledge to educate workers on how to do their jobs effectively. Another importance is that employees can be trained as they perform their actual tasks in respective departments, thus saving much time. On-the-job learning is also important because it provides immediate feedback regarding what is being learned. It means that an employee can instantly learn a new concept and try it out immediately to determine whether he or she has grasped that idea. Employee motivation is one of the organizational issues that can be resolved through the successful implementation of on-the-job learning approach. Through this technique, employees are likely to get motivated because they will develop a sense of belonging in this institution when taught new things while in the line of duty. Showing employees how to perform a task using a new tool is a pathway to motivate them since they will feel valued by other co-workers. 
Coaching
Coaching can be defined as a process through which people are equipped with knowledge, tools, and opportunities that can enable them to be more effective in their work. Most of the institutions consider coaching as an important leadership and management competency that should be incorporated at all costs in the workplace. One of the significance of coaching is that it helps employees to realize their potentials and exploit them extensively (Hunt & Weintraub, 2006). Employees who are coached in respective areas might be able to prove their talents because such an environment provides a proper avenue to exercise their capabilities. Coaching is also important because it promotes creativity and enhances performance. One of the organizational issues that can be resolved through successful implementation of coaching is the enhancement of a competitive edge. Competition is a crucial aspect of every institution. Organizations that support healthy competitions are capable of motivating employees to work extra hard in order to achieve the set goals. Therefore, employers can facilitate the coaching of all employees as a way of training them on how to uphold a healthy working competition within and outside the organization.
Competency model
The competency model involves a set of guidelines that outlines various skills and behavioural requirements that an employee should possess in order to perform his or her job effectively (Hunt & Weintraub, 2006). The human resource department of every organization utilizes a competency model when recruiting new employees because the model has a clear requirement that suits respective jobs. Apart from job recruitment, the competency model is significant when training employees, managing talents, and in the assessment of performance. One of the organizational issues that might be resolved through successful implementation of the competency model is on setting the direction for organizational performance. Institutions are always occupied with setting goals that should be achieved at a given point. Organizations that utilize the competency model are likely to set better directions for employees because every individual aims at hitting the target. Institutions can also utilize this model to fully understand the skills and abilities of all employees, thus assigning tasks based on their potentialities.
Coaching Manager
The concept of coaching manager implies that managers should be involved in coaching or training other employees in an organization. Managers are considered as the obvious coaching resource since they are responsible for various administrative roles and other tasks (Mayhead, 2020). The significance of this concept is that it shows how managers can play a vital role in teaching workers new concepts or issues that impact overall performance. Higher productivity is an organizational issue that might be resolved by implementing this aspect of the coaching manager. For instance, managers can easily improve the general output when they support the training and retraining of employees.
Peer Coaching
Peer coaching is a form of learning that involves one or two individuals of the same level. Peer coaching is important because it accelerates learning. An employee can easily learn from his or her colleague due to the availability of immediate and accurate feedback (Hagen, Bialek, & Peterson, 2017). Peer coaching is also important because it enhances teamwork. Peer coaching provides employees with an opportunity to form a good relationship with other employees, thus promoting teamwork. The challenge of employee engagement can be solved by peer coaching since these people can interact and share their thoughts. 
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