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Executive Summary

The analysis of the mentoring as well as coaching in terms of work efficiency has been depicted in the report. The reflective assignment has been showcased the insights and experiences for the models of coaching and mentoring at the workplace. 
The discussion on the importance of mentoring as well as coaching has been shown in the assessment. The comparative analysis of the aspects of mentoring and coaching in the field of work has been defined in the report. 
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[bookmark: _Toc226312704]Introduction
This report will disclose about the various aspects of Coaching and Mentoring Skills for a workplace. The contents of the report will brief on the nature of coaching and mentoring in a detailed feature. It will analyse the definitions of coaching and the way it is evaluated in the workplace, concerning employees' growth and skills. The definition of mentoring will be divided in the report with its use in the workplace and the results of its impact on the employees. It will also demonstrate the key attributes and attitude of coaching and mentorship towards a group of employees. Various skills such as highlighted factors will also be showcased in the particular sections. The model of GROW and the Karpmann Triangle will be used for reflective learning. 
The best definition of coaching refers to the process of learning and development. According to Haan (2019), this includes the aspects of one-to-one learning and extensive learning in the workplace. Along with that, there is another concept that reflects on mentoring. Mentoring refers to sharing skills, experiences and knowledge with another person for the sake of development. This is the most appropriate definition of mentoring. In addition, there are various comparisons between the aspects of mentoring and coaching in the workplace. Coaching mainly measures performance and on the other hand, mentoring cannot measure performance. The needed skills of coaching are listening, reframing and so on. The models are called GROW as well as the Karpmann Triangle. GROW will be conducted for the coaching aspects in a work field. The Karpmann Triangle framework will be used for the mentoring and its reflection parts. 
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Definition of the main purposes for coaching and mentoring can be used in a workplace
· The Definition of the main purposes of coaching is based on selective coaches inside any workplace and mentoring mentorship is about fundamentals of the workplace. As mentioned by Dirks  (2021), coaching in a workplace can pinpoint any kind of various limitations or weak points that a worker may have, this aspect helps in a workplace and makes a better environment. Coaches help the selected employees to work on their weak areas and be a better asset for the workplace. Coaching and Mentoring are the key aspects for a person to grow their performance overall as a worker. The main purposes of coaching and mentoring define performance management, creating and supporting people with positive change and independent learning development. In any workplace, mentoring plays a major role in promoting the entire recruiting phase. 
· Since the monitors understand the knowledge of its sense of employees, strengths and weaknesses and match them with mentors. As said by Billett (2020), coaching responsibilities provide contributions that hold coaches responsible for their to-do actions and recognise each progress inside the workplace. This perspective encourages the workers to have a clear view of their improvement areas and targets. One of the key purposes of coaching and mentoring is empowering the workplace to be successful and strong. Personal and professional growth for each employee are the main concerns of coaching, and mentoring as they provide guidance, support, and valuable knowledge to overcome the weaknesses.




 Compare and Contrast views of Coaching and Mentoring
	Views of Coaching
	Views of Mentoring

	The views of coaching is based on guiding an employee to achieve their goals and helping them achieve their full potential.  As interpreted by Thompson (2019), coaching is about instructions, offering advice, asking questions, reflecting, and training.
	The views of mentoring revolve around showcasing their knowledge, and experience with the employees to grow and develop. As showcased by Yates (2022), mentoring is about telling, giving advice, giving feedback, raising awareness, and supporting goals.

	Coaching is limited-term and could be as short as 10-15 minutes of a conversation. 
	As showcased by Yates (2022), mentoring is a longer-term aspect, some mentoring relations can last more than 6 months.


	Unlike mentoring, coaching is more of a non-directive programme that revolves around the right questions, providing space and trust.
	Mentoring is a more directive approach, meaning all the mentors share their experience, and skills, to guide the employees to a targeted goal.

	According to O'Leary (2020), coaching skills and qualifications are easily available and certainly recommended for the growth of an employee.

	No qualifications are mostly needed for mentoring means it is much easier to create and start mentoring programmes.


	Coaching is structured via sponsors, so the organisation can only sponsor a single individual to be coached.

	Mentoring is less structured compared to coaching, hence mentors can fix meetings and mentor a large number of people at the same time.


	Coaching is performance-based and encourages individuals to be trained to perform in their daily roles inside the workplace. 
	Mentoring is more focused on the development and showcasing the mentees to decide on goals suitable for their growth as workers.
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Definition of chosen model for coaching

The selected model is considered an effective coaching model that can help to boost coaching skills. According to Grant (2022), the GROW model of coaching refers to a suitable framework that the coaches and coach can work through “one-to-one conversation”. However, the assumption of the model states that the coach could not place his expertise according to the situation of the client but act as a facilitator. A coach can help his or her clients select the best options but not offer directions or advice to the client. However, this assertion of the glow model of coaching will not apply during the coaching process in a team. The Grow model contains a system of four steps such as goal, reality, obstacles, and way forward in achieving and setting coaching goals. 
Goal: As suggested Van Zyl et al (2020), the insights of the grow model suggest approaching a smart goal by managers or coaches in implementing the performance of the team. This goal-setting can help coaches build trust, develop autonomy, and raise collaboration in the team. Moreover, improving Smart goals can help coaches in improving cross-departmental coordination and communication. 
Reality: In this step, coaches are required to build an honest assessment between managerial reports and managers' positions in building an appropriate team in the relevance of organisational goals. In this step, coaches can reflect on the current reality of the team position and the team can build a realistic timeline. 
Obstacles: In this step, the coach can suitably options for achieving goals. Similarly, the coach can enable members of the team to brainstorm about the potential obstacles and can ask team members to commit solutions with their managers. 
Way Forward: This step of the model suggests developing a suitable action plan to wrap up the project by mapping out their goals and assessing the ground reality of team positioning. 

 Critically analyse of chosen model of coaching
· Advantages 
As opined by Watts and Corrie (2022), the use of the Grow model enhances the effective coaching skill that raises performance and unlocks the potential of team members by increasing their self-confidence. However, the coaching approach that has been suggested in the Grow model is motivative and structured in such an effective way that would assess a deeper promotion of greater responsibility and awareness. However, this motivational way of coaching is fruitful in terms of demonstrating practical steps to overcome the obstacles in achieving the goals. In addition, the framework is helping to improve an effective action plan. 
· Disadvantages 
Despite, several advantages, the model is not beyond the limitations. However, the limitation of the model can be observed in terms of setting goals for both coaches and coaches. In many cases, coaches who hire are not aware of the ground reality of the team and can mislead them. Moreover, the Grow model cannot be effective unless employees are not interested in taking the training. 
Examples of situations in which the model would be most useful
In the situation of performance review, during mentoring others the inclusion of the Grow model would be useful. Moreover, while setting goals for the team, the utility of the Grow model would be effective. 
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Gibbs Reflective Model 

This is the best model for analysing the reflection part of the coaching and its various aspects. The considerations of the reflection model can give some prominent and excellent knowledge based on mentoring and coaching (Stevens and Cooper, 2023). 
· Description
The description stage includes the all experience and its valuable description for the best outcomes and knowledge. From the practical one about creating peer coaching, there has been earned the knowledge of peer coaching and its effectiveness. I had taken a coaching session on 17th June with my colleague, Lucian. During the coaching session, we had a role-play between us both being coach and coachee in turn. There has been created a coaching session using the model called GROW and set up some questions. This model can help create and get the effectiveness of the coaching (Pieper et al., 2021).
· Feelings
Within the chosen coaching model and its usefulness, the feeling phase can give the exact feelings about the practical work. I felt that creating the coaching as practical work with other students could be more effective for me. The coaching session was both beneficial and enjoyable for both of us. The feeling that has to be portrayed that is, I could make more improvements in coaching. During this work, I was with Lucian who helped with the coaching session (Thoresen and Norbye, 2021).     
· Evaluation
During creating coaching sessions, I have to consider that, I have experienced both, positive as well as negative outcomes.  In addition, I gave some tricks to Lucian for better time management using the GROW model. I also faced some issues in giving more solutions. I worked with Lucian as my colleague which was more helpful for me to make the coaching session towards goal-setting areas. While making this assignment as a practical field, I have completed gathering information about the GROW model. This was more useful for the session of coaching and its various areas regarding goal setting.    
· Analysis
The analysis stage is useful for the best gaining information and knowledge. During the coaching session and its effectiveness in the life and academic area, I have earned prominent skills. This is related to the ways of making coaching sessions and the use of these sessions for goal setting and goal achievement. I have gained collaboration and cooperative skills through teamwork with Lucian as a colleague. The key success of the coaching session was to be enthusiastic in delivering positive feedback. As Lucian was the same age as mine, thus, it was difficult for me to take and manage Lucian as my coache.  
· Conclusion
The areas of improvement were collected from the use of this reflection model. To get the improvement of the needed areas, that are adapting skills problem-solving skills and assertive skills. These were the areas that are necessary for the better improvement. There were also some skills that I already have. Such as communication skills. The reflection of the coaching areas and their goal setting has highlighted the needed areas of improvement.     
· Action Plan  
For the better improvement of the reflection and skills development, I can create an excellent action plan. This action plan would regarding the best improvement of the needed skills and knowledge. Thus, there can be a development plan for effective communication. 
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Using Gibbs Reflection Model 
The reflection part of the mentoring areas and their feedback will be analysed through the use of Gibb's reflection model. The assessed experience of the mentoring session and its focus on providing feedback can be useful for the development and growth in the field of mentoring. The use of Gibbs reflective model as the best framework in the practical work assessment and its experiences. There are various stages including description, feelings, analysis, evaluation, action plan and conclusion that need to be discussed for the best reflection (Camp et al., 2020). 
· Description 
The stage of description includes the situation that already happened during the mentoring session. The mentoring session was about providing feedback while considering the areas of the model identification. Me and Lucian, one of my colleagues had a mentoring session that was a role-play, both being mentors and mentees in turn. The model called the Karpmann Triangle was used for the session of mentoring. Thus, this was the description of the overall situation of that mentoring session (Ezezika and Johnston, 2023).   
· Feelings
The phase of feelings was about the emotions that were felt during the work activity. Our mentoring focus was about human interaction on potential toxic relationships developed at work. I felt that this session was appropriate for being a mentor and getting its effectiveness. The emotions were regarding getting feedback and the questioning activities. I also felt that this assessment was positive as well as negative areas. Through this practical work in the mentoring session, there was improved the skill of communication. This was needed in providing feedback in the mentoring session (Bassot, 2024).   
· Evaluation
During the mentoring session, I provided feedback with the questioning and listening activities. These were helpful for the best performance and outcomes. The evaluation phase is about taking into consideration the negative as well as positive sides of the mentoring sessions and their reflection. I have faced some issues related to the questioning activities and proper teamwork aspects. However, I have gained some strengths regarding communication and collaboration.  
· Analysis
Within the analysis stage, I have involved the areas of the positive and negative fields. I have analysed that; the session of mentoring could be best for the feedback gain and development as a mentee and mentor. 
· Conclusion
The phase of the conclusion is associated with the identification of the skills and knowledge needed to grow and develop in the future. Thus, I have to develop my communication and problem-solving skills for a better outcome. Thus, these are the improvement areas. These are the positive areas for excellent improvement in the area of mentoring sessions and providing feedback. Apart from that, I should improve my time-management skills, as I was late to start the mentoring session.  
· Action Plan   
The action plan includes the growth and improvement of the essential areas. For the best growth and development, I need to attach an action plan in the practical work area. By considering an action plan, there can be enhanced skills and knowledge. Daily practice can be best that needed to be included in the action plan.
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The report has discussed Coaching and Mentoring skills for the workplace and how it has helped the employees and the growth of the community. The definitions of coaching and mentorship have also been described in the report with their influence on the employees. Coaching and mentorship purposes inside the workplace and their roles for each individual have also been briefed in the report. 
The key aptitude and course actions of coaches and mentors and the way they have impacted the workers have also been discussed in the report. The compare and contrast of coaching and mentorship has been considered in the report. The table of comparison has showcased the entire difference between coaching and mentorship in the workplace and how their roles are in various aspects. The report has summarised the important points of coaches and mentors and the way their skills have developed in an individual or a group.
The future aspects of mentoring as well as coaching for a better workplace have needed excellent experiences. The experiences of the reflective study of the work may give changes and development in future practices. In addition, the discussion on the reflective models and analysis has been depicted in the report. The future practices and policies would be better to work in a workplace effectively. The ongoing approach and managing the workers by different methods have been portrayed in the report. Their development and strengths have been highlighted in a detailed manner. The demonstrations of coaches and mentors and their ideal methods to grow the team's success and development have been displayed in the report.
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