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1. Theoretical Exploration

Coaching and mentoring are essential approaches in professional and organisational development, significantly contributing to the growth, resilience, and enhanced performance of individuals and teams (Garvey, Garvey, and Stokes, 2021; Parsloe and Leedham, 2021). In the demanding social care context, where emotional and intellectual challenges are prevalent, these approaches are crucial for equipping practitioners with the skills and confidence necessary to deliver high-quality care (Ballangee et al., 2022).

This assignment aims to present a thorough examination of the definitions, similarities, and differences between coaching and mentoring. It further explores the theoretical foundations of these practices, including key concepts such as scaffolding and established frameworks like the GROW and CLEAR models. The discussion highlights the diverse benefits that coaching and mentoring provide to individuals, teams, and organisations. Additionally, it investigates the influence of these methodologies on professional development and organizational culture, culminating in a presentation of best practices for their effective application within healthcare settings.

Coaching is defined as a structured and goal-oriented process aimed at unlocking an individual's potential to enhance performance, with a focus on self-discovery and problem-solving, with coaches facilitating learning and development by employing open-ended questions, active listening, and constructive feedback (Cox, Bachkirova, and Clutterbuck, 2014; Landsberg, 2015).  On the other hand, mentoring involves a relationship in which a more experienced individual (the mentor) supports the growth of a less experienced individual (the mentee), this approach is broader and more holistic, emphasizing personal and professional development through guidance and shared experience (Gopee, 2018). 

Coaching and mentoring are crucial developmental methodologies designed to enhance both individual (Ribeiro et al., 2021) and organizational performance (Akdere and Egan, 2020). While they share a conceptual framework, their distinct objectives and methodologies set them apart in significant ways (Garvey, Garvey and Stokes, 2021). By examining these definitions, it becomes clear that while both coaching and mentoring seek to promote growth and development, they do so through distinct processes and relationships that are tailored to the unique needs and contexts of individuals (Garvey, Garvey and Stokes, 2021).

Grant et al. (2017) discusses how coaching and mentoring in healthcare fulfil distinct yet complementary roles in practitioner development and is primarily geared towards addressing specific challenges faced in the workplace, such as enhancing communication skills or managing stress. Through a structured and outcome-oriented approach, coaching facilitates immediate improvements in performance and problem-solving capabilities, increases in resilience and reduced risk of burnout (Sipondo and Terblanche, 2024).  Conversely, mentoring adopts a broader developmental framework emphasizing long-term career progression and adaptability within the evolving landscape of care delivery, enabling mentees to benefit from the mentor’s experiential guidance, and fostering essential reflection and personal growth (Grant et al., 2017).

Therefore, mentoring not only aids professionals in navigating their careers but also cultivates the emotional intelligence necessary for effective practice in high-demand environments (Gopee, 2018). Targeted interventions focused on specific competencies, such as conflict resolution and team collaboration, enable practitioners to bridge immediate performance gaps while concurrently promoting resilience (Grant et al., 2017; Stewart-Lord, Baillie and Woods, 2017). By fostering a comprehensive developmental relationship, mentoring assists professionals in navigating their career trajectories, adapting to organisational changes, and enhancing their emotional intelligence, attributes critical to thriving in the social care domain (Gopee, 2018).

Cox and Smy (2013) highlight foundational principles in coaching and mentoring, noting similarities and distinctions. Similarities include: reliance on strong, trust-based relationships that foster mutual respect and create environments conducive to open dialogue and learning that facilitate personal and professional growth; active listening and reflection are integral to both practices enhancing communication and deepening understanding; each aims to empower individuals promoting ownership and self-efficacy in their development and fostering independence and confidence (Cox and Smy, 2013). Distinctions include coaching is short-term and solution-focused addressing specific issues within a defined time limit, whilst mentoring encompasses a broader, long-term developmental approach that allows for exploration over time (Cox and Smy, 2013; Cox Bachkirova and Clutterbuck, 2024). This temporal distinction influences the dynamics and focus of each relationship (Cox, Bachkirova and Clutterbuck, 2024).

Landsberg (2015) suggests that the nature of guidance also varies: coaches facilitate self-discovery, while mentors provide more directive support based on their experience. Additionally, coaching tends to be more formal and structured with clear objectives, whereas mentoring relationships are organic and adaptable, addressing a wider range of aspirations and allowing adaptation to the mentee's evolving needs through integrated approaches (Landsberg, 2015).

In the realm of coaching, various models provide structured frameworks that enhance the effectiveness of the coaching process. Two prominent models, the GROW model and the CLEAR model, incorporate principles such as scaffolding to support the development of skills and goal attainment in individuals or teams.
The GROW Model, as discussed by Rahman (2023) in “Professional Development in an Institution Through the GROW Model”, conceptualized by Sir John Whitmore, provides a systematic approach designed to assist individuals or teams in setting and achieving their goals. The first phase, Goal, involves defining a clear desired outcome or objective. This is followed by a thorough analysis of the current Reality, which emphasizes understanding present circumstances and identifying potential obstacles. The subsequent Options phase encourages brainstorming and evaluating a range of strategies and solutions to facilitate the attainment of the established goal. The model concludes with the Will component, which focuses on making a commitment to specific actions and formulating a practical plan for progression. The inherent simplicity and adaptability of the GROW Model have established it as a foundational tool in both personal and professional coaching contexts (Rahman, 2023). Similarly, Kamarudin et al. (2020) note its relevance in mentoring and coaching, citing its versatility in guiding both short-term and long-term developmental conversations.
 
In contrast, the CLEAR Model, developed by Peter Hawkins, adopts a more relationship-centred approach, prioritizing active listening and exploration throughout the coaching process (Grant, 2022) This model comprises five key elements: Contracting, Listening, Exploring, Action and Review. The Contracting phase establishes a mutual agreement between the coach and coaches regarding the objectives and boundaries of the coaching session. The subsequent Listening phase involves engaging in deep, empathetic listening aimed at gaining a comprehensive understanding of the coacher's thoughts and emotions. Following this, the Exploring phase seeks to uncover underlying issues, patterns, or challenges that may be affecting the coaches. The Action component identifies pragmatic steps necessary to address these challenges, culminating in the Review phase, where reflection on the session's outcomes and progress made is undertaken. The CLEAR Model is particularly advantageous in leadership coaching and in contexts requiring a nuanced understanding of interpersonal dynamics (Grant, 2022).
 
Both the GROW and CLEAR Models serve as valuable instruments in coaching and personal development. The GROW Model is often preferred for its straightforward, goal-oriented structure, while the CLEAR Model is distinguished by its ability to delve into complex issues and promote profound insights. Coaches typically choose between these models based on the specific needs and circumstances of the individual or team they are working with, allowing for tailored approaches that maximize effectiveness.

Lev Vygotsky's concept of scaffolding plays a vital role in coaching and mentoring, highlighting the necessity of a supportive framework to aid learners in acquiring new skills (Visovsky, Torregosa and Doggett, 2021). In coaching, this method involves breaking tasks into manageable segments and gradually decreasing support as the learner's competence grows. In mentoring, scaffolding is implemented through guidance and the sharing of experiences, which empowers mentees to develop autonomy and confidence in their decision-making. According to Masava, Nyoni and Botma (2022) Vygotsky’s scaffolding theory relies on a ‘zone of proximal development’ (ZPD), where mentees individual problem-solving ability could be enhanced and improved through mentoring with a more capable peer. Fading (reducing) this support helps to transition across the ZPD, transferring responsibility of learning to the student and assisting with professional development by improving internalisation and automatization of knowledge (Masava, Nyoni and Botma 2022). This approach not only enhances individual capabilities but also fosters professional growth within organisations (Visovsky, Torregosa and Doggett, 2021).
Coaching and mentoring are critical methods that significantly enhance individual, team, and organizational development within the complex and demanding context of healthcare. For individuals, these developmental practices promote self-awareness by facilitating reflection on personal strengths, weaknesses, and values. This reflective process is paramount not only for fostering personal growth but also for enabling professionals to identify specific areas for improvement while leveraging their unique strengths (Gopee, 2018). Furthermore, confidence building emerges as a notable benefit, as systematic feedback and support from coaches or mentors empower individuals to exercise initiative and cultivate their leadership capabilities. This empowerment thereby enhances the ability of healthcare professionals to navigate challenges effectively and engage more meaningfully with their professional roles (Grant et al., 2017).  Additionally, coaching often targets the enhancement of specific competencies such as communication and problem-solving, allowing individuals to refine their skill sets and deliver higher-quality care (Jull et al., 2021.

At the team level, the integration of coaching and mentoring practices fosters improved collaboration through the promotion of open communication and mutual understanding among team members. This constructive dynamic facilitates cohesive teamwork, reducing the incidence of conflicts and contributing to a more harmonious working environment (Woodhead, 2011). Specifically, mentoring plays a pivotal role in placing team objectives with overarching organizational goals. By cultivating a shared vision, mentoring ensures that teams work in unison to achieve desired outcomes.
 
From an organizational perspective, the benefits of coaching and mentoring are profound. Employees who perceive themselves as supported and valued tend to exhibit greater engagement and commitment to their work. This heightened engagement correlates with increased motivation and a stronger alignment with organizational objectives (Mullins & McLean, 2019). Organizations that prioritize coaching and mentoring often experience enhanced performance, as these practices foster a culture of continuous learning and improvement. The focus on professional development leads to elevated productivity and superior service delivery, thus benefiting patients and stakeholders alike.
 
Moreover, the implementation of coaching and mentoring contributes to the establishment of a positive organizational culture. By embedding a culture centred around learning, adaptability, and growth, these practices create an environment conducive to innovation and a proactive approach to change. This aspect is particularly crucial in healthcare, where adaptability is essential to meet the ever-evolving demands of the sector (Grant et al., 2017). Coaching significantly enhances performance and professional development in healthcare by improving collaboration, communication, and clinical outcomes (Weller, Boyd, and Cumin, 2014). This interactive process fosters team cohesion and empowers members to engage in open dialogue, ultimately leading to better problem-solving and decision-making, which enhances patient care and satisfaction. Collectively, these benefits illustrate the transformative potential of coaching and mentoring, driving growth and excellence across all levels of the healthcare ecosystem.

Professional development emerges as a significant outcome of coaching and mentoring, particularly within the healthcare and social care sectors. These approaches facilitate self-reflection by prompting individuals to critically assess their practices, identify areas necessitating improvement, and implement requisite changes (Gill, 2017). Furthermore, coaching and mentoring contribute to the cultivation of long-term competence by equipping practitioners with the necessary skills and strategies for sustained success in demanding roles (Gopee, 2018). Additionally, these approaches serve to enhance confidence, as they support individuals in taking initiative, embracing challenges, and experiencing growth within their professional capacities (Cox and Clutterbuck, 2024). For example, a social worker engaged in regular coaching may develop improved resilience and communication abilities, thus enabling more effective navigation of challenging client interactions. Collectively, these processes not only foster immediate performance enhancements but also promote essential personal and professional growth, crucial for long-term success in their respective careers.

Coaching and mentoring in healthcare require a careful balance of professionalism, empathy, and adherence to ethical standards. Central to these processes are confidentiality and active listening, which foster trust and ensure effective communication. Confidentiality is vital not only for building trust but also for compliance with legal frameworks such as Health Insurance Portability and Accountability Act (HIPAA) in the United States and the General Data Protection Regulation (GDPR) in Europe. Clear ground rules should be established from the outset, informing mentees that disclosures may be necessary in cases of safety or legal concerns. Proper management of notes and personal information is crucial to create a safe environment for discussing sensitive topics, as emphasized by Rahman (2023).
 
Active listening enables mentors to fully grasp mentees' challenges and strengthen the mentor-mentee relationship. Maintaining focus during sessions and engaging through non-verbal cues, such as eye contact, is essential. Reflective questioning, such as, “It sounds like you’re concerned about your workload; is that correct?” enhances mutual understanding. Empathy is key, as it builds trust and validates the mentee’s experiences, reinforcing the findings of Kamarudin et al. (2020). Setting clear goals and expectations is another best practice in healthcare mentoring. By collaboratively defining objectives and breaking them into manageable steps, mentees can recognize their progress. For example, a mentee aiming to enhance patient communication might establish practical goals to achieve weekly, aligning with Rahman’s (2023) advocacy for measurable milestones.
 
Trust is a fundamental component of effective mentoring within the healthcare context. Mentors must demonstrate reliability through consistent punctuality and ongoing support, thereby fostering an authentic relationship. This authenticity can be further cultivated by sharing pertinent individual experiences that resonate with mentees. Establishing a non-judgmental environment is essential, as it promotes open communication and enables mentees to candidly address their challenges. According to Grant (2022), the establishment of trust not only enhances the mentor-mentee relationship but also increases the efficacy of structured mentoring models, such as GROW, contributing to more significant developmental outcomes for mentees.
 
Promoting self-reflection using open-ended questions is pivotal in fostering critical thinking and empowering mentees to develop individualized solutions, consistent with Grant's (2022) adaptable coaching frameworks. The provision of constructive feedback that is specific and action-oriented is essential for developmental growth, as it ensures a judicious balance between positive reinforcement and the identification of areas requiring improvement.
 
Moreover, mentors must remain cognizant of the inherent power dynamics prevalent within healthcare settings. Adopting a peer-like approach that respects the autonomy of the mentee not only empowers them to take ownership of their decisions but also fosters a more equitable mentoring relationship, as emphasized by binti Kamarudin et al. (2020). It is equally important for mentors to acknowledge the emotional toll associated with healthcare professions. By recognizing signs of stress and offering appropriate support, including facilitation of referrals to counselling services, when necessary, mentors can significantly enhance the wellbeing of their mentees.
 
Regular evaluations of progress are crucial in maintaining focus within the mentoring relationship and ensuring the achievement of established goals. Periodic reviews and adjustments to objectives contribute to the dynamism of the mentoring process, making it more responsive to the evolving needs of the mentee. Furthermore, soliciting feedback from mentees regarding their mentoring experience can improve overall effectiveness, in accordance with Rahman’s (2023) guidelines advocating for continuous reflection and adaptation in mentoring practices.
 
In conclusion, coaching and mentoring represent essential methodologies for facilitating professional and organizational development within healthcare settings. These processes are instrumental in fostering individual growth, enhancing resilience, and improving performance, all while addressing specific challenges and promoting personal and professional adaptability. Coaching typically employs a short-term, solution-focused approach, thereby complementing the long-term and developmental nature of mentoring, which emphasizes career progression. The application of structured frameworks such as the GROW and CLEAR models provides effective methodologies for guiding these processes, while Vygotsky’s concept of scaffolding underscores the significance of providing incremental support tailored to the learner’s stage of development.
 
Within the healthcare context, coaching and mentoring contribute to enhancing collaboration, improving communication, and fostering mutual understanding among team members. Such processes cultivate a supportive organizational culture that enhances service delivery. A commitment to a non-judgmental and empathetic approach, coupled with regular progress evaluations and constructive feedback, is imperative to ensure the ongoing effectiveness of these practices while adhering to ethical standards. By systematically integrating coaching and mentoring initiatives, healthcare organizations can cultivate resilient, skilled professionals and foster sustainable growth, thereby driving overall organizational success.
2. Reflective component

Introduction 

This paper aims to critically reflect on a mentoring session using Gibbs’ Reflective Cycle, a widely recognised model for structured reflection (Bassot, 2024). Reflection is an essential process for fostering personal and professional development, particularly within disciplines such as healthcare, education, and management (King et al., 2021). Gibbs' Reflective Cycle (1988) presents a structured framework that facilitates a comprehensive analysis of experiential learning (Adeani, Febrian and Syafryadin, 2020). The following paper employs Gibbs' model to engage in a thorough reflection on a professional experience, systematically addressing each of its six stages: description, feelings, evaluation, analysis, conclusion, and action plan. 

Description 

Reflecting on the experience of mentoring Level 3 and 4 students during Level 5 studies reveals significant personal and academic growth. A mix of excitement and apprehension accompanied the decision to step into the mentorship role. The rewards of providing guidance were evident, but challenges also emerged along the way. One instance that illustrated the challenges of mentorship involved the mentees struggling to grasp the fundamental features of PowerPoint, an essential skill for their academic pursuits (Wilson-Menzfeld et al., 2023). Despite multiple verbal explanations, their understanding did not improve, highlighting differences in learner ability (Sasson, Yehuda and Malkinson, 2018). In response to these challenges, a different strategy was adopted. A hands-on approach was employed, allowing each mentee to engage individually with the computer while receiving step-by-step guidance. This method created an interactive learning environment (Buhel, 2023), where students could practice and apply what they learned in real-time. As they navigated the software, questions could be addressed immediately, and feedback could be provided on their work. 

This shift in strategy not only facilitated better understanding but also encouraged greater confidence among the mentees. By actively participating in the learning process, they transformed their initial frustration into a productive experience, enhancing their skills in PowerPoint and fostering a more supportive learning atmosphere (Rusticus, Pashootan and Mah,2023). This interactive method proved effective, resulting in enhanced comprehension of PowerPoint among the mentees and a boost in their confidence levels.

Feelings

Initially, there was a mixture of uncertainty and nervousness stemming from my inexperience as a mentor. Stepping into that role felt daunting, particularly because I was aware of the mentees’ struggles and the pressure to effectively support their development. This environment of stress was compounded by my own self-doubt; There were concerns regarding the adequacy of the tools and knowledge necessary to meet the mentees' academic needs. Doubts emerged about the ability to provide effective guidance to help them navigate their challenges, contributing to increased levels of apprehension.

However, as the mentees began to engage actively with the material and make tangible progress through a hands-on approach, a sense of relief emerged. It was remarkable to witness how initial frustration gradually transformed into a productive learning experience. As concepts were grasped more clearly, not only did understanding improve, but confidence as a mentor also began to grow. The joy of witnessing their success was incredibly fulfilling. Each small victory contributed to a larger feeling of satisfaction, creating a shared sense of achievement.

Their transformation in skills, particularly in areas like PowerPoint, underscored the effectiveness of our collaborative efforts and reinforced my commitment to their growth. It became clear that by fostering a supportive learning atmosphere, we could create an environment where both mentor and mentee felt empowered. This experience solidified in me the importance of mentorship and the profound impact it can have, not just on the mentees but on the mentor as well, turning initial uncertainty into a shared journey of growth and accomplishment.

Evaluation 

The session's outcome was positive, indicating successful engagement and learning among the mentees. They exhibited a commendable ability to work independently on PowerPoint following the collaborative time spent together. This ability highlights the effectiveness of practical, hands-on learning, as the mentees applied the skills and concepts discussed in a real-world context. The transformation observed in their confidence and competence was encouraging, suggesting that active participation can play a critical role in their development (Kilag and Sassan, 2023).

My personal experience of mentoring is limited and so led to me being more anxious and struggling to fully engage with the process (Saukkoriipi et al., 2020). It became clear that the initial reliance on verbal explanations was insufficient for this group. Some mentees struggled to grasp the more complex concepts despite the verbal instruction provided. This limitation pointed to the necessity of adapting the teaching style to better align with the varied learning preferences of the mentees. It became evident that different individuals thrive under different instructional methods; thus, a one-size-fits-all approach may not effectively address the diverse needs within the group. 
By recognizing this challenge, mentors can focus on enhancing the learning experience by incorporating a broader range of teaching strategies. This could include integrating visual aids, hands-on demonstrations, and interactive exercises that encourage active participation. Such methods may better accommodate those who learn by doing, facilitating a deeper understanding of the material (Killen and O'Toole,2023). 

Moreover, soliciting feedback from the mentees about their learning experiences and preferences could lead to more effective mentoring sessions in the future. Understanding what resonates with them can help tailor future lessons, ensuring that each mentee feels supported and motivated to learn (Sarabipour, 2022). This experience serves as a reminder of the importance of flexibility in mentoring. Adapting teaching approaches not only enhances the learning experience for the mentees but also fosters a more collaborative and positive environment. By investing time in understanding the needs of the mentees and adjusting instruction accordingly, mentors can significantly strengthen their ability to support growth, engagement, and success in future sessions. This shift towards a more personalized mentorship approach can lead to greater outcomes for mentees and mentors (Gamage, Perera and Wijewardena, 2021).

Analysis 

This experience demonstrated the importance of flexibility and creativity in mentoring. Allowing mentees to practice individually not only addressed their learning needs but also fostered their confidence. Research supports the effectiveness of active learning techniques, where learners engage directly with the material to build a deeper understanding (Brown, Roediger and McDaniel., 2014). By providing opportunities for independent practice, mentees were empowered to take ownership of their learning process, which can lead to increased motivation and a sense of accomplishment.

All experiences of mentoring will be beneficial in developing my competencies and making me a better mentor including expected mentoring duties throughout my academic course, this is now recommended as a standard guideline for nurse education improving capabilities of the workforce (Saukkoriipi et al., 2020).

Additionally, the session highlighted the value of recognizing when a particular approach is not working and having the willingness to try something different. This adaptability is essential, as it not only shows mentees that learning can be a dynamic process but also encourages them to be open to innovative ideas and methods. When mentors adapt to the needs of their mentees and are responsive to their feedback, it creates a culture of trust and collaboration (Sarabipour et al.,2022).

Adapting the approach created an environment where mentees felt more empowered to explore and experiment, enriching their learning journey. For instance, incorporating various teaching strategies such as visual aids, hands-on demonstrations, and interactive exercises can cater to different learning styles within the group. This diverse palette of instructional methods can significantly enhance engagement levels, as learners are more likely to connect with concepts when they encounter them through multiple lenses (Newsome et al., 2021). 

Furthermore, this adaptability is crucial for effective mentoring, pointing to the need for ongoing assessment of both teaching methods and learner responses to ensure a supportive and productive learning experience (Christie and Lingard, 2020). Regular check-ins and solicitations of feedback not only allow mentors to adjust their strategies in real-time but also encourage mentees to voice their needs and preferences. This two-way communication fosters a more personalized approach to mentorship, which can lead to better outcomes for all participants (Varghese et al., 2022). 

Conclusion
In summary, this experience underscored the vital role of flexibility in mentoring. By being willing to pivot as needed and embrace a variety of teaching techniques, mentors can create a richer, more engaging learning environment. This not only benefits the mentees by facilitating their growth and confidence but also enhances the overall mentorship experience, leading to deeper connections and a more collaborative atmosphere. Overall, investing in this adaptability can yield significant benefits for both mentors and mentees alike, resulting in sustained engagement and success in their learning journeys.

From this experience, it has become clear that effective mentoring requires a willingness to adapt and experiment with various teaching methods. Practical, hands-on approaches are particularly valuable for skills-based learning. Additionally, confidence in thinking on one's feet and finding creative solutions to challenges has grown significantly. This flexibility supports the growth of mentees and enhances the mentor's development. Embracing different strategies keeps the learning environment dynamic and responsive to individual needs, fostering a more engaging and enriching experience for everyone involved.

Action Plan 

Moving forward, the plan involves:
1. Incorporating more practical, hands-on activities into mentoring sessions.
2. Developing a diverse range of teaching techniques to address various learning styles.
3. Continuously seeking feedback from mentees to refine the mentoring approach.
4. Building confidence by participating in training sessions focused on mentoring skills and pedagogical strategies.
By implementing these strategies, the goal is to provide more effective and engaging support to future mentees. These changes are anticipated to enhance their learning experience while fostering growth as a mentor.
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