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[bookmark: _Toc619558279]Introduction
Coaching and mentoring have become a method for developing talent and appear to be taking the place of (or supplementing) conventional training (Al Hilali et al, 2020). Organisations and their leaders can benefit from coaching and mentoring as they build the abilities necessary to accomplish organizational objectives and motivate staff (Connor and Pokora, 2017).  Coaching and mentoring are two separate business terms and became connected through broad practical experience.  Both are an old term, and a concept used in past times, the idea of coaching and mentoring has grown in popularity and reach over time, moving beyond the fields of education, health, and numerous other fields like sports psychology and administration (Joo et al, 2012). 
Although they can help with a range of leadership duties, coaching and mentoring frequently concentrate on fostering communication, self-awareness, and task-oriented abilities, targeting improvements and high competence of employees and typically concentrates on objectives and competencies (Chellappa, 2023).  The situational framework determines the best method for a client and allows mentors and coaches to adapt their approach to the particular requirements and situations of their client (Brockbank, 2008).  
The aim of this reflective report is to consider and evaluate the purpose of coaching and mentoring within the workplace and analyse the GROW model of coaching which was the model adopted for my practical assessment. The report will include a brief look at how a client's need for transformation would require mentoring and the improvement of skills or performance would need a more coaching approach. Using the Gibbs Model of Reflection (Gibbs, 1988), I will reflect upon my experience of an assessed coaching and goal setting session, and an assessed mentoring and providing feedback session.  The feedback I receive from the assessor will be available in the appendix at the end of the report (Appendix 1 and 2).






1. [bookmark: _Toc1371666359]Critical Evaluation of the Purpose of Coaching and Mentoring
To help employees advance in their careers, coaching and mentoring are components of professional or educational training, they are crucial for the development of skills, keeping them in their area of expertise, and ensuring that they can continue to maximise their potential in the assistance of businesses in any industry (Hilali et al, 2020).  Studies have consistently found that mentored members are more content and committed to their careers than non-mentored people (Wanberg, Welsh, & Hezle, 2003).  Mentoring promotes employee involvement, boosts the rate of employee retention (Nkomo and Thwala, (2016), influence business outcomes and can expand professional networks and enhance soft skills like confidence and mental wellness.  It has been found that implementing mentoring programs improves effective learning and teaching within schools, following a study of literature (Abetang, Oguma and Abetang, 2020).  Non-mentored teachers showed signs of stress and poor confidence, while those who were mentored have high confidence and are able to handle the classroom with assurance.  Coaching provides focused sessions and specialised instruction, which helps to quickly increase knowledge and abilities and boosts staff retention through knowledge sharing (Arshad et al, 2024). 
The Situational framework suggests the ownership of purpose and learning outcomes determines which process is recommended for implementation.  If the learning outcome is improvement of performance and the purpose is the systematic change for the organisation then a coaching program would be the best method.  When the individual wants the learning outcome to be transformational and to develop themselves then they may opt for mentoring.
[bookmark: _Int_sUoxxhyd]There are similarities and differences in Coaching and Mentorship, a mentor is someone who helps another person grow and develop by sharing their knowledge, abilities, and/or experience.  They are frequently an expert in the profession, role, and organisation and can offer particular advice.  According to Passmore (2007), while a coach may or may not be an expert in the field, they allow the coachee to explore choices and unlock their own knowledge and problem-solving abilities, realizing a goal.  Another key difference between both methods is the duration of a contract of coaching or mentoring, coaching is short-term, and mentoring is long term.  Both involve giving some form of advice dealing with personal growth and rely on listening, questioning and feedback skills of the coach or mentor (Clutterbuck, 2008).  
Implementing Effective Mentoring and Coaching
Mentoring program administrators should consider the delicate balance between serving as a mentor and engaging in some actions that might be viewed as "managing" as opposed to "mentoring," however the focus of the initiative should stay on the mentee.  The organisational agenda has a direct impact on the relationship since the majority of corporate mentorship programs are designed with the goal of improving performance or nurturing talent, the mentor's mindset and style are inevitably impacted by that.  Starr (2015) identified it is more efficient for the program administrator to provide guidelines that assist managers in identifying important distinctions in their roles and how they support the connection remotely.  It was recommended that both parties need to understand the role’s true purpose and adhere to its fundamental values.  These values, which must be matched with the organisation’s performance and delivery goals, include personalised support, trust and empowerment.  
Mundey (2023) specified that specific training and qualifications are not required for a mentor, however, to build mentorship having relevant experience and knowledge for possible mentees, such as years of work in a specific department or a long-standing career would be essential.  Possessing strong communication skills and being a motivational and encouraging individual will be effective.  A coach on the other hand would have expertise and qualifications in doing their role. Their key abilities would be to identify the coachee’s areas of strength and growth, organising abilities to create a strategy that would help the coachee progress according to their needs and specifications. 


[bookmark: _Toc1894953203]2. Critical Analysis of the GROW Model of Coaching
Models known as coaching session structures are created to aid in giving the coaching session a framework. They are mostly intended to serve as a guide for the coach, keeping both the coach and the coachee focused on pertinent topics and avoiding a discourse that lacks a clear objective or purpose (Grant, 2011). Session structures were used previously for psychodynamic-interpersonal therapy or cognitive-behavioral therapy, in these it was determined that a crucial and sound aspect of therapy is the organisation of the sessions (Stiles et al, 1996).  Two traits—clarification and focus—served as examples of the session structure in this instance.
In the book, Coaching for Performance, Whitmore (1992) explains the principles of coaching following the sequence of the GROW strategy with clear clarification of the process and practice.  A coaching session is structured into four related phases using the GROW model: goals, reality, options, and wrap-up. Image 1. Shows a table of what each acronym is and possible questions a coach may ask, this structure helps the coaches to realise a goal with their client.  
Image 1: Grow Model
[image: ]
Image Source: Pathfinder Coach (2024)
To begin, establish a constructive and encouraging coaching relationship before the coaching session starts. Talk about the client's objectives, expectations, and the results they hope to achieve from the coaching process.  The model allows for coaches to ask open-ended questions which allows for further clarity of the topic discussed, it also allows the client to focus on the present and agree goals.  Although it appears as a linear model, in reality it is non-linear.  The coach starts with defining goals, however when discussing reality, these goals can start to be redefined, this can continue whilst options are being explored and it becomes a cycle of navigating back and forth till a range of actions can be determined.  It is important that the coach reiterates what has been said and assumed to get confirmation that both the client and they are understood before they move on.
Following the GROW model's steps can be a very powerful tool for helping employees clarify their goals and develop a workable plan for reaching them.  It can also be used to resolve interpersonal problems between managers in organisations.  Thus, it benefits the organisation performance and effectiveness (Zuniga-Collazos et al, 2020).
Bill Gates, Founder of Microsoft benefitted from coaching and has been one of the most successful entrepreneurs known, he said that everyone should have a coach, as improvement comes from receiving feedback from others (Halkic, 2021).  Some advantages of coaching include:
· increased goal focus and clarity. 
· improved capacity for self-awareness and problem-solving. 
· heightened dedication and drive. 
· increased self-determination and personal development ownership. 
· provides responsibility, consistency, and structure.
However, the coaching interaction runs the risk of turning into a sequence of disconnected discussions if there isn't a clear and transparent connection between sessions.  Grant (2011) suggested we require coaching session models that acknowledge the ongoing process of the coaching relationship and clearly offer a structure for integrating insights from the previous session into the current one.  Numerous iterations of the GROW model have surfaced over time.  The OSKAR model (Outcome; Scaling; Knowhow and Resources) (Jackson & McKergow, 2002) is one of several solution-focused session formats that offer variants on the GROW paradigm.  


[bookmark: _Toc1639495535]3. My Reflection of the Practical Assessment of Coaching and Providing Feedback
Prior to taking this session, I thought that coaching and mentoring were synonymous with helping someone develop their skills, with no distinction between the two. I have known people who have received work coaching or been assigned a mentor to help them develop their talents in a professional setting. Although I didn't have much experience with either, I've concluded that we have all served as coaches and mentors at some point in our lives, whether we realised it or not.
We were given a partner to coach as part of the peer-to-peer coaching session evaluation task. I structured my session using the GROW Model because I thought it was very straightforward and easy to understand for someone who had never applied coaching techniques. I was reassured that I had selected the correct model because the questions allowed me to quickly identify specific goals to set for the client.
Through my practical assessment of coaching, I realised that it is quite a difficult task, and it requires both coach and client's commitment for it to be effective.  I can see how important it is to ensure that the person receiving coaching needs motivation and that the coach needs to possess exceptional skills to be effective.  My assessor was pleased with how the conversation had flowed and the way in which I summarised the conversation before moving on through the sequence.  However, how much time should pass between sessions was something I hadn't really thought about or taken into account. Since the client needed motivation after recovering from bad health and the objective set for them needed to be evaluated much sooner to ensure efficacy, the assessor suggested that asking the client to review after three months was too long of a gap. After some discussion, I realised that this may be detrimental to the client.  Moving forward I understand that I should be realistic about the goals being set and I should not follow the ‘one size fits all’ option, rather take time to evaluate what has been discussed and take it into account before concluding sessions. My assessment was to last between 5 to 10 minutes; however, my assessment ran over by slight.  Overall, using coaching skills offered me more assurance and confidence in case I ever needed to use this skill again.  Understanding the concept and how it can be utilised really enabled me to get positive feedback for my assessment on the day.   In the future I would like to try other models of coaching to compare effectiveness and expand my knowledge to have a broader understanding of alternative tools which will enable me to provide the right support.  It is important that I work on my timing as it is an important part of managing people in an organisation.
[bookmark: _Toc1051317472]4. My Reflection on Mentoring Assessment and Providing Feedback.
[bookmark: _Int_Aton1m9y][bookmark: _Int_qVdS1ekF]The concept of mentoring put into practice has been rather challenging, the concept may appear similar to coaching, however, mentoring is focused on the overall personal development of an individual, which put into practice was difficult.  We talked about our goals for the future while remaining in the pair to which we were assigned for the coaching session. This made it possible for us to decide on a mentoring tool to organize the meeting.  My partner (the client for this assessment) wants to expand their business and open multiple chains around the UK in the future, however they believe they are lacking in certain skills which makes them unsure how they can be successful.  I tried to apply the Force Field Model, however I later changed my mind and decided that the Johari Window would make a better tool and is useful for improving interpersonal and managerial skills (Saxena, 2015).  The Johari window is divided into four parts; Open Area (things you and others know of yourself), the Blind Area (what you are unaware of yourself that others know), the Hidden Area (what you have not revealed to others about yourself), and the Unknown Area (both others and yourself are unaware of).  The aim is to widen the ‘Open Area’ to increase the likelihood that others will comprehend, accept, and trust them (Luft and Ingham, 1955). I devised questions to uncover details about each quadrant in order to learn more about the client. 
Using the feedback from the previous assessment I tried to improve the timing of the session by practicing beforehand, which reflected positively in my mentoring session.  I concluded that my partner had to learn more about what others think of them and their managing style, and that they should look to learn new skills and explore other ideas.  Through the questioning I also learnt that the client had not revealed many skills and qualifications to those working with them (hidden area), however, I had failed to acknowledge and produce feedback regarding this which was later pointed out by my assessor.  This task enabled me to realise that not paying attention to others can have a negative effect on your purpose.  My purpose was to provide feedback, however in a real-life situation missing key information can lead to ineffectiveness.  Looking immediately back at the task I was able to recognise things I had overlooked, however If I could re-do this task, I think I would ensure I was more prepared.  I came to understand that the role of the mentor is to advise, guide and support people using knowledge from their own experiences and I should consider the direction required by the mentee to be effective in this role.  I believe creating good connections with mentees and exercising clear communication is key to becoming a great mentor and will look to improve my listening and communication skills and practice self-awareness to build trust.  



[bookmark: _Toc911942483]Conclusion
Coaching is an important aspect within organisations to help it grow, for leaders it is an essential part of what they must do or recognise the use for to ensure they bring out the best in their employees.  The report's main conclusions have shown that businesses use coaching and mentoring to help people grow professionally and develop their talents. For businesses to achieve their goals and maintain organisational sustainability, this is especially helpful in helping them retain and share knowledge with the next generation. Research indicates that providing coaching and mentoring in the workplace enhances employee commitment and job satisfaction, which in turn raises retention rates. 
It was determined that while coaching and mentoring share certain similarities, their functions differ. Coaching is a brief process that aids in skill realisation and improvement. The long-term goal of mentoring is to support a person in realising their professional potential. Organisations can use the situational framework to determine which approach best fits the goals of the individual.
Although the GROW Model is incredibly valuable for organising a productive coaching session and can be readily modified to fit a variety of circumstances, it would be beneficial to try alternative approaches to make sure there are a variety of resources accessible to meet the needs of various clients.
I have been able to identify opportunities for improvement thanks to this assessment and have been pleased with the feedback and scores received.  It has given me confidence and the knowledge to improve my skills.  Some goals I have set myself are to improve my ability to listen, pay attention, and provide clear and concise feedback. Even though I am not expected to coach or mentor others, I believe the idea can still be used in my current position. Additionally, it has helped me understand what to anticipate from coaching and mentoring.
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