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Coaching and Mentoring Skills for the Workplace
[bookmark: _Toc173002592]Introduction
This report examines the significance of coaching and mentoring within the workplace. In the United Kingdom alone, over £35 million were invested in coaching and mentoring across various organizations, including public and private sectors, before 2016 (Gray, Garvey, and Lane, 2016). Successful companies have recognized the long-term benefits of investing in coaching and mentoring, which enhance business performance and contribute positively to the broader global context (Gray, Garvey, and Lane, 2016). Effective coaching and mentoring programs can significantly improve employee satisfaction, retention, and productivity (Ong and Siau, 2021).
Coaching is a structured process that enhances specific skills and performance, often short-term, with goals the coach sets. It involves regular, focused sessions aimed at improving competencies. Mentoring originates from Greek mythology. It focuses on long-term development and nurturing potential, with goals set by the mentee. It is a more flexible, relationship-oriented approach (David, 2016).
Effective coaches use the RAW model (Reflect, Act, Win) to encourage reflection, guide actionable steps, and celebrate successes. Key attributes include active listening, empathy, and goal setting (Harari, McCombs and Wiernik, 2021). Mentoring identifies driving and restraining forces impacting mentee development, helping to strategize for optimal growth (Ong and Siau, 2021). 
Coaching and mentoring are not only tools for individual development, but also catalysts that promote a culture of continuous improvement in organizations. Coaches and mentors enable employees to reach their full potential by providing personalized guidance and support that increases job satisfaction and loyalty. As businesses navigate an increasingly complex and dynamic landscape, investing in coaching and mentoring becomes indispensable for sustainable growth and success (David, 2016).
[bookmark: _Toc173002593]Critical evaluation of the purpose of coaching and mentoring within a workplace.
In modern workplaces, coaching and mentoring have become essential elements of professional development. These practices nurture a continuous learning and collaboration culture, allowing employees to share knowledge, hone skills, and solve problems more effectively (Waaland, 2023). Through structured interactions, colleagues engage in meaningful exchanges that foster growth and innovation. This approach boosts individual performance and strengthens team cohesion and organizational resilience. By prioritizing coaching and mentoring, companies can develop an adaptable, skilled, and motivated workforce, ultimately driving sustained success and competitiveness in a constantly changing business landscape (Sherish Khakwani et al., 2012).
Also, these programs contribute significantly to creating an environment in which workers feel appreciated and encouraged to work at their best, leading to feelings of job satisfaction and retention (Jones, Woody & Guillaume, 2016). Additionally, organizations that invest in training and mentoring demonstrate a commitment to the personal and professional growth of their employees, fostering loyalty and a positive company culture. This investment in human capital is critical to maintaining competitive advantage and achieving long-term strategic goals (Jones, Woods, & Guillaume, 2016).
While coaching and mentoring may seem similar, they serve distinct roles with unique purposes and dynamics (Viera, 2021). Coaching is typically short-term and performance-driven, aiming to enhance specific skills and achieve immediate goals. It involves structured interactions where coaches provide targeted feedback and guidance to improve job performance. Conversely, mentoring is more long-term and development-oriented, focusing on the mentee's overall growth and career progression. Mentors offer holistic support, sharing experiences and advice to navigate career challenges. While coaching relies on formal frameworks and techniques, mentoring emphasizes personal relationships and wisdom sharing (Viera, 2021). Understanding and leveraging the unique characteristics of coaching and mentoring can empower individuals to reach their full potential and drive overall organizational success (Clutterbuck, Megginson, and David, 2016).
Coaching and mentoring, as illuminated in literature, embody distinct roles and methodologies within organizational frameworks. Coaching primarily revolves around short-term, task-oriented guidance to refine specific skills and bolster performance. In contrast, mentoring entails a longer-term, comprehensive developmental partnership to foster career growth and personal advancement. Clutterbuck and Megginson (2005) underscore coaching's emphasis on skill enhancement in contrast to mentoring's focus on career navigation and psychosocial support. Grant (2017) delineates coaching's structured sessions with predefined objectives and performance metrics while mentoring relationships are characterized by informality, mutual trust, and experiential wisdom sharing (Eby et al., 2008). Coaching and mentoring significantly contribute to individual and organizational success despite these variances. Coaching correlates with heightened performance and leadership skills, fostering a culture of continuous improvement (Jones et al., 2016), while mentoring is associated with career progression and heightened organizational commitment (Ragins & Scandura, 1999). Understanding these nuances is paramount for organizations to harness employee development practices and managerial excellence effectively.
[bookmark: _Toc173002594]Critical Analysis of Coaching and Mentoring Models: RAW Coaching Model and Johari Window Model
[bookmark: _Toc173002595]RAW Coaching Model Definition and Overview
The RAW (Results, Awareness, and Way Forward) Coaching Model is a structured approach designed to help clients achieve their goals by focusing on results, increasing awareness, and defining a way forward. Principles of positive psychology and solution-focused coaching underpin this model.
· Results: Emphasizes setting clear, measurable goals.
· Awareness: Enhances the client's self-awareness and understanding of their current situation.
· Way Forward: Develop actionable plans to achieve the desired outcomes.
The RAW model is grounded in the theory that effective coaching combines goal-setting (Locke & Latham, 2002), self-awareness (Goleman, 1995), and actionable planning (Grant, 2013). These elements are critical for fostering personal and professional growth.
[bookmark: _Toc173002596]Critical Analysis
Advantages:
Goal-Oriented: The model's focus on results aligns with the SMART criteria for goal-setting (Doran, 1981), ensuring objectives are specific, measurable, achievable, relevant, and time-bound.
Self-Awareness: By enhancing awareness, clients can identify barriers and leverage their strengths, which is crucial for long-term success (Boyatzis & McKee, 2005).
Actionable Plans: The "Way forward" component ensures clients leave sessions with clear steps to follow, enhancing accountability and progress tracking (Whitmore, 2009).
Disadvantages:
Rigidity: The structured nature of the RAW model can be limiting for clients who need a more flexible approach (Bachkirova et al., 2014).
Overemphasis on Results: Focusing too heavily on outcomes might neglect the importance of the coaching journey and personal development (Stober & Grant, 2006).
Short-term Focus: The model's goal orientation might favour short-term achievements over long-term personal growth and transformation (Kauffman & Hodgetts, 2016).
The RAW model is particularly effective in corporate and performance coaching, where clear, measurable results are critical. For instance, in a sales environment, coaching a team to increase their quarterly targets would benefit from the structured, results-driven approach of the RAW model.
[bookmark: _Toc173002597]Johari Window Model Definition and Overview
[bookmark: _Toc173002598]The Johari Window, introduced by psychologists Joseph Luft and Harrington Ingham in 1955, is a tool designed to improve self-awareness, relationships, and communication. This model divides personal awareness into four categories:
· Open Area: Information known to both you and others.
· Blind Area: Information others know about you, but you do not.
· Hidden Area: Information you know about yourself but keep fromf others.
· Unknown Area: Information unknown to both you and others.
Frequently applied in organizational development and personal growth, the Johari Window fosters enhanced communication and trust (Luft, 1984). It aids individuals and teams in understanding their perceptions and promotes openness and feedback.
Critical Analysis
Advantages:
Enhanced Self-Awareness: Encourages individuals to understand their strengths and weaknesses from different perspectives (Luft, 1984).
Improved Communication: Promotes transparency and openness, leading to better team dynamics and trust (Harvey et al., 2004).
Feedback Mechanism: Provides a structured way to give and receive feedback, which is crucial for personal and professional growth (Silberman, 2004).
Disadvantages:
Dependence on Trust: The model relies heavily on a trusting environment, which might only occasionally exist (Luft, 1984).
Potential for Misuse: Feedback can be misinterpreted or misused, leading to conflicts (Harvey et al., 2004).
Complexity in Implementation: Requires skilled facilitation to be effective, which can be a barrier in some contexts (Silberman, 2004).
The Johari Window is particularly useful in team-building and leadership development. For example, in a leadership workshop, the model can help participants understand how their peers perceive them and how they can improve their interpersonal skills.
[bookmark: _Toc173002599]Reflection on Practical 1 Coaching session using RAW coaching model (Appendix 1)
Using the Jasper (2013) ERA model, I reflected on my first assessed experience of coaching and goal setting. The ERA model emphasizes Experience, Reflection, and Action.
Experience
In this initial coaching session, my client, Vasi, recently completed a BA in Leadership and Management Skills for the workplace and aimed to become an area manager by the end of the year. The goal of this session was to help Vasi set realistic and achievable goals using the RAW coaching model. Building rapport with Vasi was essential to make her comfortable and open to discussing his challenges and aspirations.
We started by discussing Vasi's background and current role as a team leader, which provided a solid foundation but also revealed areas for development, such as managing workload and prioritizing tasks. Vasi felt overwhelmed with work and sometimes doubted her readiness for the next step.
Reflection
Reflecting on the session, I realized the importance of adapting my coaching approach based on the client's needs and background. Listening more at the beginning of the session allowed me to understand Vasi's perspective and build a strong relationship. This approach helped Vasi feel supported and understood, which is crucial for effective coaching.
Using the RAW coaching model, I guided Vasi in setting specific, measurable, achievable, relevant, and time-bound (SMART) goals. This structured approach helped Vasi focus on one goal at a time, avoiding feeling overwhelmed. The session highlighted the importance of prioritizing tasks and delegating effectively to manage workload better.
One significant insight was Vasi's realization that her attention to detail, while a strength, could sometimes be overly critical. This feedback surprised her but provided a valuable perspective for her development. It emphasized the need for balancing thoroughness with supportiveness in his interactions with his team.


Action
To enhance my coaching skills, I will implement several strategies. Firstly, I will prioritize establishing solid relationships with my clients at the start of each session. This strategy fosters a secure and supportive atmosphere for open dialogue.
Second, I will use structured coaching models like RAW and SMART to guide goal-setting discussions. These models provide a clear framework for setting realistic and achievable goals, ensuring clients are not safe.
Thirdly, I will motivate clients to reflect on their strengths and areas needing improvement. Offering balanced feedback enables clients to comprehend how their traits are perceived by others and pinpoint areas for development. Encouraging self-reflection and gathering input from others will be integral to my coaching approach.
Finally, I will schedule follow-up sessions to review progress and make necessary adjustments. This ongoing support ensures that clients stay on track with their goals and continue to develop their skills.
[bookmark: _Toc173002600]Reflection on Practical 2: Mentoring session using Johari Window (Appendix 2)
Experience
The mentoring session with Vasi aimed to enhance his self-awareness and communication skills, which are essential for his goal of becoming an area manager. Building on our previous coaching session, Vasi has progressed in prioritizing tasks and delegating effectively. During this session, we used the Johari Window model, which categorizes personal traits into four quadrants: open area, blind spot, hidden area, and unknown area.
I introduced the Johari Window to Vasi, who was familiar with it but needed its practical application. We focused on the open area, identifying traits known to both Vasi and her colleagues. Vasi recognized herself as organized, a good listener, and reliable—traits crucial for a managerial role.
Reflection
Reflecting on the session, I realized the importance of using models like the Johari Window to structure conversations around self-awareness. This model helped highlight Vasi's strengths and areas for growth, enhancing our discussion's depth. Vasi's organizational skills and ability to listen were affirmed by her self-perception and colleague feedback, reinforcing her confidence.
However, the session also revealed unexpected feedback. A colleague mentioned that Vasi's attention to detail sometimes made her seem overly critical. This feedback surprised Vasi and prompted a deeper reflection on balancing thoroughness with supportiveness. This insight was invaluable for both Vasi's development, and my understanding of the complexities involved in mentoring.
Action
I plan to implement several actions to improve my mentoring skills. First, I will continue to use structured models like the Johari Window to guide discussions and ensure a comprehensive exploration of self-awareness and feedback. This structure provides a clear framework that benefits both the mentor and the mentee.
Second, I will focus on actively seeking and incorporating feedback from my mentees. Vasi's reaction to her colleague's feedback highlighted the importance of addressing both positive traits and areas for improvement. Encouraging an open dialogue about feedback can lead to significant personal growth for the mentee.
Finally, I will work on balancing the feedback I provide. While it is crucial to acknowledge and reinforce strengths, it is equally important to discuss areas for growth constructively. This balance ensures that the mentee feels supported while being challenged to improve.
[bookmark: _Toc173002601]Conclusion
This report underscores the critical importance of coaching and mentoring in the workplace, supported by relevant theories and literature. Effective coaching and mentoring programs boost individual performance and job satisfaction and contribute to organizational success by fostering a culture of continuous learning and development. Understanding the distinctions between coaching and mentoring, as outlined by Clutterbuck and Megginson (2005) and further elaborated by Grant (2017), is crucial for appreciating their unique roles within organizational frameworks. Coaching focuses on structured, short-term skill enhancement, while mentoring emphasizes long-term development, career progression, and personal growth (Eby et al., 2008; Jones et al., 2016; Ragins & Scandura, 1999).
The RAW coaching model, which emphasizes results, awareness, and actionable plans, aligns well with goal-setting theories and the need for self-awareness and planning (Locke & Latham, 2002; Goleman, 1995; Grant, 2013). However, it can be rigid and overly focused on short-term outcomes (Bachkirova et al., 2014; Stober & Grant, 2006). The Johari Window, focusing on self-awareness and feedback, is instrumental in enhancing team interpersonal relationships and communication (Luft, 1984; Harvey et al., 2004). Despite its reliance on a trusting environment and the potential for feedback misinterpretation, it offers significant benefits for personal and professional development (Silberman, 2004).
My practical experiences, reflected through the ERA model, highlight the value of adapting coaching and mentoring approaches to individuals' specific needs and backgrounds. Building rapport, setting realistic and achievable goals, and encouraging self-reflection and feedback are essential for effective coaching and mentoring. Moving forward, these experiences will guide my practice by emphasizing the importance of structured models, balanced feedback, and continuous support to help individuals achieve their full potential and drive organizational success. This reflective approach ensures that coaching and mentoring remain dynamic and effective.
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Goaching Appendix 1
D: Thank you for meeting with me. What would you like to discuss today?

V: | recently completed my BA degree and feel it's the right time for me to advance. | aim to
become an area manager by the end of the year and | need help to understand how to progress.

D: That's impressive. Il use the RAW coaching model to help you set up your goal for success.
The first step is to understand both your and my perspective on how realistic your goal is. What
did you study?]

:1 studied Leadership and Management Skills for the Workplace,

D: Excellent. Studying in your field is a good start, but to become a manager, you'll need to
develop certain skills to make your goal achievable. Besides your degree, what else are you doing
to gain the necessary skills to become a manager?

‘e been a team leader for three years, which has helped me gain a lot of skill. | have a good
relationship with my team.

D: interesting you seems to know very well your strengths but what about your weaknesses? Is
there any time when you feel stuck in your work?

V: hmm | often feel overwhelmed with work and find it hard to complete everything by the end of
my shift. This makes me doubt if I'm ready for the next step.

D: Buildinga strong relationship with your team is crucial. To strengthen this relationship and earn
their trust, you need to empower your team do you know how to do that?

1 think delegating some tasks might help, but I'm not sure what | can to delegate.

D: As a leader, you need to learn to prioritize and delegate. So, let's start by listing your tasksin a
importance order during the first hour of your shift, this will help you to understand better your
daily priorities. Can you start to do that next week?

V: Il start doing that from now on.

D: Great. Let's meetin after next weeks to review your progress and address any additional needs.
Achieving this will boost your confidence and bring you closer to your goal of becoming an area
manager.
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Tite: Mentoring Session Using ohariWindov

its great o see you again. | understand you'e working towards becoming an area
manager by the end ofthe year. How has everything been going since ou last session?

V: HiDavid. I’ been good. I've been priortizing my tasks and delegating more to my team,
which has helped a ot.

:That's excellent progress. Today, | want to use the Johari Window model to help you further
develop your selr-awareness and communication skils, which are crucial for a managerial role.
‘Are you familiar with the Johari Window?

Vi T've heard oft,but 'm ot too familiar with how it works.

D:No problem. The Johari Window is  tool that helps improve self-awareness by dividing
personal awareness into four quadrants: open area, blind spot, hidden area, and unknown area.
We'll focus on the open area, which includes traits that both you and others are aware of. This
Wil el you understand your strengths and areas for growth. Sound good?

Vi Yes, that sounds helpful.

reat. Lotsstart by identifying some traits o qualities that you and others recognize in you.
Wnat are some characteristics that you believe are inyour open area?

Vi think I'm organized, a good listener, and reliable.

+Those are excellent qualites. Can you share an example of how being organized has helped
Youinyour role as a team leader?

Vi Sure. Keeping my tasks organized has allowed me to manage muliple projects efficiently and
ensure that deadines are met. My team appreciates this because t keeps us on track.

: That's a valuable skil. How about being a good listener? Can you provide an example of when
this was particularly beneficial?

V:Recently, a team member was facing some personalissues. | took the time to Usten to them,
which helped them el supported and understood. This improved their performance and our
team's morale.

Thats wonderiul Listenings such a powerful rait. Now, e’s consider feedback you've.
received from others. Have coleagues or team members hightighted these qualiies?

Vi Yes, my colleagues often mention my organizational skills and appreciate my willingness to
tisten and understand their concerns.

 Tnat's great feedback. t confirms what you believe about yoursel. Lets think about any
fesdback that might have surprised you of mad you reflect more deeply.

V: Once, a colleague mentioned that my attention to detail sometimes makes me seem overly
crtical | hadn't considered this before.

D: Interesting. How did that feedback make you feel, and how did you respond 10 t7

Ve Itwas surprising, but it made me realize | need to balance my thofoughness with being more
supportive and encouraging.
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D: That's a great insight. Feedback can help us grow. Moving forward, how canyou use this
understanding of your open are to improve your interactions with your team?

Ve think | can continue o leverage my strengths, ke organization and lstening, while being
mindful of how my attention to detail comes across. 'l strive to provide constructive feedback
ina positive way.

D:That sounds like a solid plan. Remember, expanding your open area involves sharing more
about yourself and inviting feedback from others. s an ongoing process of growth and self-
discovery.

Vi Thankyou, | appreeiate this perspective. | feel more confident about understanding and
‘working on my open area now.

D: You're welcome. Keep reflecting and secking feedback. s a journey, and you're doing great.
Let's touch base again s00n to ses how s going.

V: Definitely, thanks againt




