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[bookmark: _Toc1812667426]Introduction
Coaching and mentoring staff in the 21st century is particularly important to employ optimum productivity and employee retention. Coaching, as defined by Whitmore (2009), involves a process where a coach helps the coachee identify and achieve their own goals through self-reflection, questions, and a collaborative relationship. In contrast, mentoring often includes a more experienced individual guiding and advising a less experienced mentee, typically in a more directive manner (Heppner, 2017; Torbjørn Waaland, 2023). While both practices aim to develop individuals, coaching focuses on empowering clients to solve their own problems, while mentoring provides direct advice and guidance from the mentor's experience.
This report explores the concepts of coaching and mentoring, comparing and contrasting the two practices while examining their roles in personal and professional development. The report will reflect on the characteristics, skills, and approaches that define an effective coach or mentor.
The key attributes of an effective coach include empathy, active listening, emotional intelligence, and the ability to ask powerful questions that provoke self-reflection (Batson and Yoder, 2012; Panchal, and Riddell, 2020). A coach should also be skilled in creating a safe and supportive environment that fosters trust and growth (Park, McLean, & Yang, 2021; Whitmore, 2009)
This report will adopt Driscoll's 'What' model of reflection (2007), which facilitates critical reflection through a structured approach. The model consists of three stages: 'What' describes the event in detail, 'So What' provides an in-depth analysis of the event, and 'What Now' outlines the steps for improvement and future action. The report will also discuss various coaching models, such as the GROW model (Whitmore, 2009), and theories that inform coaching practice, providing a comprehensive understanding of the skills and knowledge required for effective coaching and mentoring.





[bookmark: _Toc2034566746]Evaluation of coaching and mentoring
As businesses continue to evolve, leaders and managers are increasingly expected to take on development-oriented roles. In this shift, coaching has become a vital tool for enhancing employee growth and performance (Park, McLean, & Yang, 2021). Coaching focuses on improving performance through structured guidance, goal setting, and ongoing feedback. It involves identifying specific skill areas, setting short-term objectives, and regularly assessing progress to refine and enhance abilities. By fostering a supportive environment, coaching helps employees develop their potential, increase productivity, and contribute more effectively to organizational success (Park, McLean, & Yang, 2021; Batson and Yoder, 2012). This approach strengthens leadership, promotes continuous learning, and drives overall workplace improvement.
 
Mentoring is a long-term process focused on nurturing an individual’s potential through guidance, support, and shared experience. A mentor provides valuable insights based on their own knowledge to help the mentee excel in their role. Beyond offering advice, mentors play a strategic role in developing innovative teaching and instructional structures that create real-world learning experiences. These experiences help mentees build cultural awareness, knowledge, and skills, enabling them to positively impact diverse populations, including children, college students, and community members. Through mentorship, individuals gain the tools needed for personal and professional growth, fostering meaningful contributions to society (Heppner, 2017; Torbjørn Waaland, 2023).

	Aspect
	Coaching
	Mentoring

	Definition
	A systematic approach focused on developing skills and achieving goals
	A long-term relationship focusing on advancing personal and professional growth.

	Focus 
	Developing skills, achieving goals and improving performance 
	Guiding career advancement and personal growth

	Duration
	Short term or for defined periods
	Long term relationship spanning over years

	Approach
	Structured meetings using models such as GROW, CBC with measurable outcomes
	Flexible informal meetings with discussions focusing on the Mentee’s needs.

	Nature of interaction
	Goal orientated, task-focused based on performance
	Relationship-based, offering career advice and personal advice


Table 1 – source - Author
Both coaching and mentoring are essential development tools used to enhance individual and organizational performance, yet they differ in their approach, duration, and objectives as described in table 1. Coaching is primarily a short-term, structured process aimed at improving specific skills and performance outcomes (Park, McLean, & Yang, 2021). It involves setting goals, providing ongoing feedback, and assessing progress to enhance an employee’s effectiveness in their current role. Coaching is typically task-oriented, focusing on measurable achievements and immediate workplace improvements (Batson & Yoder, 2012). Through structured guidance, coaching strengthens leadership, fosters continuous learning, and boosts productivity within organizations.

Mentoring, in contrast, is a long-term developmental relationship that focuses on nurturing an individual’s overall potential (Heppner, 2017). Unlike coaching, which targets skill improvement, mentoring is more holistic, involving knowledge transfer, personal growth, and professional development. Mentors offer guidance based on their own experiences, shaping mentees’ broader career and personal aspirations (Torbjørn Waaland, 2023). Additionally, mentors play a strategic role in developing pedagogical structures that provide real-world learning experiences, fostering cultural awareness and a deeper understanding of various societal contexts. 

While both coaching and mentoring contribute to personal and professional growth, coaching is often performance-driven with defined goals and timelines, whereas mentoring emphasizes long-term development, experience-sharing, and broader career advancement. Coaching typically occurs within an organizational setting with a focus on immediate results, whereas mentoring extends beyond workplace objectives to influence personal and professional aspirations. Together, they complement one another, helping individuals and organizations thrive in an evolving business landscape.
[bookmark: _Toc1876736433]Coaching models
	Coaching Models
	Cognitive behaviour coaching (CBC)
	GROW coaching model

	Focus
	Changing negative thought patterns that influence emotions and actions.
	Setting and achieving goals based on self-reflection.

	Approach
	Uses theoretical psychological techniques such as reconstruction of emotional triggers
	Uses coaching dialogue to stimulate self-reflection and decision making.

	Strengths
	· Addresses cognitive distortions, irrational thoughts and self-defeating tendencies
· Scientifically supported due to being formulated from cognitive behavioural therapy
· Helps to develop long term self-awareness and stress management skills
· Focuses on mind shift instead of just goal setting 
	· Easy to use in leadership coaching and personal development
· Being goal orientated means clear goals can be set and progress is measurable
· Can be adapted in business, sports and education
· Is an empowering approach that encourages self-reflection to explore solutions

	Weaknesses
	· Less accessible compared to the GROW model due to the need for coaches to be psychologically trained to implement the model sufficiently.
· Requires longer periods of time to change thought processes
· Can be overwhelming for clients to self-assess.
	· It’s primary focus is on action planning and may not explore the feelings behind the issue.
· Grow, doesn't address emotional barriers or cognitive distortions
· The effectiveness of the model relies on the coach's ability to guide the choachee. 

	Effectiveness
	Works best for people suffering from a negative mindset
	Works well for motivated individuals

	Time required
	Long-term and a sustainable mindset change
	Short term with fast impact


Table 2 – Source – Author

Cognitive Behavioural Coaching (CBC) stands out as a highly effective method for individuals dealing with self-limiting beliefs, anxiety, and negative thought patterns as noted in table 2. By integrating principles from Cognitive Behavioural Therapy (CBT), CBC facilitates substantial, lasting shifts in mindset, ultimately enhancing resilience and self-awareness (Ololo, K. et al. 2024). However, it’s important to acknowledge its limitations.

Firstly, CBC is a time-intensive approach that may overwhelm clients who are looking for quick and structured solutions. In contrast to the GROW model, which focuses on goal setting, CBC delves deeper into psychological barriers, making it more comprehensive than necessary for individuals who don’t need such an in-depth exploration.
Moreover, CBC requires specialized knowledge, meaning coaches must have psychological expertise, which can limit its accessibility. This necessity presents a barrier for non-therapist coaches and can elevate coaching costs. While CBC excels at addressing deep-seated cognitive challenges, its complexity and resource demands can make it impractical in certain coaching environments—especially when a simpler, action-driven model is adequate.

Conversely, the GROW model is a proven coaching framework that provides a structured and goal-oriented approach to personal and professional development. Its simplicity makes it accessible and adaptable across numerous contexts, from leadership coaching to performance enhancement (Panchal, and Riddell, 2020). By concentrating on Goal, Reality, Options, and Will, it empowers individuals to take charge of their progress.

Nevertheless, the GROW model also has its shortcomings. It primarily focuses on external actions and often overlooks the internal psychological barriers that can obstruct progress. Individuals struggling with self-limiting beliefs, negative thinking, or emotional challenges often find GROW inadequate, lacking the depth needed to address cognitive distortions.
Additionally, the effectiveness of the GROW model is heavily dependent on the coach’s questioning skills, which can lead to variability in outcomes. When deeper mindset shifts are required, a more psychologically informed approach such as Cognitive Behavioural Coaching is often the more effective choice. Thus, while GROW is an excellent tool for structured goal setting, it may not adequately serve clients facing underlying mental obstacles.
After conducting a critical evaluation of both models, the GROW model will be employed in the practical assessment to identify short-term targets, while incorporating specific questions aimed at understanding the coachee’s emotions. This methodology provides a structured framework while subtly integrating elements of Cognitive Behavioural Coaching (CBC) to identify areas where the service receiver may require additional support. By adopting this approach, the coaching process remains focused on goals while also addressing potential psychological barriers. This blended strategy ensures a harmonious balance between action-oriented techniques and heightened self-awareness, ultimately making the coaching experience more effective and tailored to the individual's unique needs.
[bookmark: _Toc46238039]Reflection of coaching
In reflecting on the first coaching session, I employed Driscoll's 'What' model of reflection, which comprises three essential stages: 'What,' 'So What,' and 'Now What' (Driscoll, 2007). This structured framework provides a comprehensive approach for dissecting the event at hand, facilitating a deeper understanding of its implications, and developing actionable strategies for future growth. Kaur (2023) aptly notes that such an approach fosters a thorough examination of behavioural impacts and aids in evaluating best practices moving forward.
**WHAT:**  
During the coaching session, we utilized the GROW (Goal, Reality, Options, Will) model (Whitmore, 2009), with my role as the coachee. Our primary objective was to bolster my confidence in navigating challenging customer interactions. In the Reality phase, we explored various workplace scenarios, elucidating the importance of addressing this goal. The Options stage involved brainstorming potential solutions, including shadowing personnel in the complaints department, engaging in role-playing exercises, and practicing techniques to maintain composure under pressure. Finally, in the Will phase, we defined clear success criteria, established a timeline for achieving my objective, and identified the professional benefits connected to enhancing this critical skill.
**SO WHAT:**  
Feedback from the coaching session underscored my active engagement, reflective practice, and commitment to continuous improvement. Scoring an 8/10 in Knowledge and Understanding Skills affirmed my effective application of the GROW model. My active participation in discussions, coupled with my willingness to share insights and embrace constructive feedback, significantly contributed to the session's productivity. Nevertheless, I recognized that refining my goals to include measurable criteria, such as specific timelines or success indicators, would further enhance this process.
In terms of Practical Application Skills, I was proficient in defining my goal and acknowledging its significance within my role; however, increasing the specificity and measurability of this goal would foster greater clarity. In the Reality phase, a deeper reflection on instances where my confidence falters, alongside an acknowledgment of past successes, could fortify my developmental journey. During the exploration of Options, while I remained receptive to various strategies, assessing the advantages and disadvantages of each would refine my decision-making process. Ultimately, in the Will phase, ensuring that my action steps are both specific and realistic will be paramount in maintaining momentum. Seeking mentorship support and documenting my confidence levels in a reflective journal emerge as pivotal next steps in my growth trajectory.
**NOW WHAT:**  
Looking forward to the next coaching session, I intend to implement the SMART goal framework, which will facilitate the establishment of clear and actionable objectives—ensuring that goals are Specific, Measurable, Achievable, Realistic, and Timed. This approach is anticipated to engender greater focus and direction for the coachee. Furthermore, I plan to incorporate reflections on both positive and negative experiences to heighten self-awareness and instigate learning from past occurrences. Encouraging an evaluation of the pros and cons of potential solutions will also be a focus, leading to more informed decision-making processes. By adhering to this structured methodology, I aspire to support balanced growth and enhance the overall effectiveness of the coaching process, thereby enriching my own development as a coachee.

[bookmark: _Toc1716766336]Reflection of practical part 2
What:
During the second practical session, I assumed the role of coach, starting with a review of the previous coaching session and soliciting feedback to assess progress. To analyze this feedback effectively, I utilized Kurt Lewin’s Force Field Analysis, which helped to identify both driving forces that facilitated growth and resisting forces that presented obstacles (Burnes, and Cooke, 2013).
 
[bookmark: _Int_k7jlw2Vg]One significant driving force was the effectiveness of the previously established goals in fostering confidence, particularly through the use of specific phrases that addressed common misconceptions within the job role. This approach enhanced clarity and communication, leading to smoother interactions. However, a notable resisting force was the challenge of recognizing unhappy body language before customers verbally expressed dissatisfaction. This gap in awareness posed challenges in responding proactively.
 
To tackle these issues, we implemented the GROW model, which provided a structured approach to goal-setting. Additionally, we integrated elements of Cognitive Behavioural Coaching (CBC) to explore emotional barriers. This combination improved self-awareness and adaptability, resulting in a more effective coaching experience focused on overcoming challenges and enhancing performance.
So WHAT:
The feedback from the second practical assessment has been organized into a SWOT analysis, highlighting key strengths, weaknesses, opportunities, and threats. This method provides a clear framework for identifying both successful aspects and those that need improvement. The SWOT analysis is particularly valuable as it enhances decision-making, offering insights that support strategic planning and personal development (Popescu & Scarlat, 2015).
[image: ]								Figure 1 – Source - Author
The practical assessment showcased a well-organized and professional approach that effectively integrated key coaching principles alongside critical thinking skills to navigate the session. The presenter's ability to establish strong communication and build interpersonal relationships was pivotal in fostering a welcoming environment. This foundation allowed for clarity in discussions and encouraged an open exchange of ideas. The skillful use of active listening techniques, combined with thoughtful and constructive feedback, greatly enhanced the overall coaching experience, making it more impactful for the service receiver.
Nevertheless, certain aspects of the session could have benefitted from a deeper exploration. This observation highlights potential opportunities to delve into alternative strategies that could yield more significant outcomes. By broadening the repertoire of coaching techniques employed during the session, the overall approach might have been more holistic, particularly in addressing the specific challenges encountered by the service receiver. Furthermore, increasing adaptability in response to various coaching scenarios would likely enhance the effectiveness of the coaching sessions, allowing for a tailored experience that better meets the needs of individuals in diverse situations.
NOW WHAT: 
The opportunities section of Figure 1 underscores vital areas for enhancing coaching skills moving forward. It highlights the significance of acquiring hands-on experience, incorporating real-world examples, and further refining problem-solving abilities. To do this successfully I will engage in practical coaching scenarios formally and informally to build confidence and fluency with coaching techniques. Also, researching the integration of real-life case studies will enhance my understanding. I will focus on self-reflection to identify areas for improvement after every coaching session and request feedback off the people im working with to gain a less biased view of the coaching session. Expanding these problem-solving skills will improve the ability to navigate challenges effectively, ultimately elevating overall coaching effectiveness and fostering professional growth.
[bookmark: _Toc339586220]Conclusion
Coaching and mentoring are vital for both personal and professional growth, offering individuals the guidance and support necessary to enhance their skills and build confidence (Batson & Yoder, 2012; Panchal & Riddell, 2020; Whitmore, 2009). Although both approaches aim to foster learning and development, researchers have noted their distinct differences, particularly regarding structure and methodology.
 
Coaching is characterized by its structured framework and goal-driven methodologies, making it a widely recognized tool for improving performance and skill development (Batson & Yoder, 2012; Park, McLean, & Yang, 2021). The application of models like GROW and CBC further enhances its effectiveness in various professional contexts. In contrast, mentoring is highly regarded for its emphasis on long-term guidance, focusing on holistic personal development and career advancement (Heppner, 2017; Torbjørn Waaland, 2023).
 
This text aims to clarify the distinctions between coaching and mentoring, highlighting their respective benefits and practical applications. By understanding these differences and integrating both approaches when appropriate, individuals can optimize their learning, adaptability, and professional success. Ultimately, the support derived from coaching and mentoring plays a crucial role in shaping future growth and achievements.
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