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Introduction.
Subject- Coaching and Mentoring within the Workplace.
This assignment is based on Coaching and Mentoring in the workplace environment. It will focus on the two, by explaining, exploring models and critically assessing the importance and differences between them within the company. Also, what and why it is important in today's workplaces and learning environments. The assignment will explain in further detail on how coaching and mentoring have become essential training techniques that significantly improve professional performance, organisational achievement, and personal development. And why and how despite its similarities, coaching and mentoring are two different yet beneficial approaches to both professional and personal growth. 
It will further explore both approaches, emphasising on independent development, hands-on learning and ongoing improvement of encouraging interactions with others, this based on theories of adult education, practice of reflection and the need for efficient professional training methods. How and why, it has progressed in technology and how it is changing workforce dynamics, making coaching and mentoring essential elements of effective talent management and training programs.
The similarities and differences of Coaching and Mentoring within an organisational context.
In an overall business and within the current workplace of a popular but small engineering company, Coaching and Mentoring have similar developmental goals. However, they differ in terms of focus, structure, and interpersonal dynamics. As a result, they frequently enhance rather than replace one another. Although they perform through different processes and timelines that shape their influence in different contexts, both are now acknowledged as effective tools for improving the employee's performance, developing talent, and enabling the company's structure and economic growth. (Patterson, 2023). 
[bookmark: _Int_xwMI4syr]Let's first take a brief look into both definitions, to delve further to how and why they are similar yet different in order to help within the workplace environment to help promote success and growth.
Coaching -Usually prioritises concrete outcomes as well as responsibility while focusing on improving performance and achieving goals within a specified timeline. According to many commonly used definitions, coaching is more outcome-focused and performance-driven.it is a proactive, structured, and frequently informal approach where a coach works alongside an employee to develop learning, uncover potential, and encourage positive, long-lasting behavioural improvements. This involves, Transparent questioning, feedback, and structured discussion that are common features of this approach, which promotes motivation, confidence, and a sense of involvement, all of which are essential for long-lasting change in the workplace. (Cannon‐Bowers et al., 2023)
A popular and successful framework for Workplace Coaching that improves performance and achievement of goals is the GROW model. (see appendix A -for an example of a GROW model). 
This model helps employees overcome challenges and improve self-motivation through four stages: Goal (set targets), Reality (evaluate present circumstances), Options (examine possibilities), and Way Forward (decide to act). This model was first thought of in the 1980s, by Sir John Whitmore and his associates Alan Fine and Graham Alexander they created the GROW coaching technique. The model helps companies achieve their targets by using a problem-solving and goal-reaching approach. (Luke, 2021). 
Although Whitmore is often recognised as the main person who introduced the model with his groundbreaking 1992 book, Coaching for Performance, the framework's development is typically regarded as a team effort. Sir John Whitmore (1937–2017) was a leader in executive coaching as well as performance improvement, and his work changed the focus of leadership from command-and-control to a more supportive, welcoming approach. (Sir John Whitmore, n.d.).                                                                       On researching its origin on the details on the GROW model, the finding is as follows: 
 - The Performance Consultants: While employed at Performance Consultants International, the concept was developed.
- Inspiration: Timothy Gallwey's "Inner Game" tactics, which highlighted that the greatest obstacles to performance are internal rather than external, had an impact.
- Goal, Reality, Options, Will (or Way Forward): Is the term that was created to organise coaching discussions.
- Alternatives: Although "Will" was the original "W," many people have changed it to "Way Forward". (Yukawa, 2022) 
Whereas .......
Mentoring- is usually defined as a longer-term or a process. A developmental focused connection in which a more experienced person supports a less experienced apprentice with their career progression, personal and professional development, and overall well-being. (see appendix B- mentor process model)
Effective and successful mentors typically have the following qualities: strong listening skills, compassion, integrity, passion, understanding, and the ability to offer helpful criticism. Most theories highlight mentoring as a team effort that blends cognitive tasks like emotional support, role modelling, and self-reflection with professional or essential support this is including guidance, support, and skill development. Mentoring is usually more personal and generalised, addressing both professional paths and more general growth for individuals.  In accordance with Clutterbuck, mentors are "more inclined to make recommendations, encourage the growth of networks along with explaining the dynamics of the company or industry."  These kinds of events can be quite helpful, especially for the early-career employees or groups who have always been left out of informal networking opportunities. (Clutterbuck, 2014)
Typical mentoring techniques or models
One-on-one
Of all the several kinds of mentorship, this is the most common. There are just two parties involved: the mentor and the one being monitored. 
Group
Here, a group of apprentices are assisted by one or more mentors. This approach is effective in the business and other companies that might not have the time or resources to use one-on-one mentoring.
The distance
Mentoring no longer needs to take place in person because of the developments in technology. Such as online platforms like Zoom, Microsoft Teams, and even email, both mentors and apprentices may stay in touch online.
Peer
The Employees in the same department or with similar positions are placed together under the same structure to support one another. In addition, teammates may be grouped based on similar experiences. Peer mentoring can take place one-on-one or in a group environment.
In reverse
The traditional one-to-one approach is the opposite of this. When teaching a new skill or technology application, the less experienced staff member typically mentors the more senior employee rather than the other way around. Institute of Directors. (2024, November 20)
However, with combining, both coaching and mentoring within the workplace, could there be potential for a shared purpose for development without the possibility of overlapping?

A shared purpose for development
Both coaching and mentoring are presented as professional partnerships fully designed to promote learning and growth outside of the standard management contacts, usually via structured discussions, reflection, and feedback. (Dahlberg & Byars-Winston, 2019)
Coaching and mentoring in the workplace environment require lengthy, skilled discussions that aim to improve reflection, understanding, and actions around the employment requirements, performance standards, and the career paths. Not only have researchers identified, but Management within the current workplace, and all workplace environments have regularly proved daily, that both methods can encourage engagement, boost performance, and increase confidence, all of which have contributed to the Engineering company and to the individual employee outcomes. These have and are, including efficiency, satisfaction, and leadership potential. As a result, our mentoring and coaching schemes are frequently combined under learning and development, recruiting, and leadership development methods. Especially in overall companies that place considerable importance on ongoing professional growth, which is currently proving successful within the rapidly growing, engineering company.
Though researchers in general, recognise significant similarities between coaching and mentoring, the underlying difference between the two has been widely studied in the research field. As ways to achieve learning and change, both depend on trust, clear communication, and honest discussions. Furthermore, both approaches support the development of learning for those that prioritise ongoing individual and group development. Coaching and Mentoring are essential components of leadership training and professional growth in learning environments, encouraging innovative teaching techniques and reflective practice. They improve the retention of talent, employee engagement, and leadership potential within the business environment. The growing establishment of mentoring and coaching schemes within all companies is highlighted by recent research, which reflects an effective acknowledgement of their influence on the growth of employees. (Katz, 2025)
Though, when looked at through a critical perspective, that focuses on authority, management, and the business interests, the similarities and differences between coaching and mentoring in the workplace CAN at times be presented as overlapping developmental methods and can become more complex. Both are promoted as improving the company efficiency and the employee growth, however if, they are not properly planned and controlled, they can potentially replicate existing behavioural patterns and structures that can affect the company negatively, in the long term. (Verlinden, 2024)
However, Clutterbuck highlights that there is more than one particular risk of mentoring and coaching, which has significant overlap, and that the reality is a lot more complex. Both can be direct or supportive, they can be official programs or informal partnerships, that are impacted by business practices, policies, and procedures, and they both demand trust, active listening, and feedback. From a critical perspective, the more important the difference is how every method deals with control, responsibility, and voice rather than just time or role position. (Clutterbuck, 2014)
What is the overall importance of coaching and mentoring within the Workplace and for Management? 
Although coaching and mentoring are often regarded as crucial components within positive work environment, it's important to recognise both their significance and the risks and limitations of depending just on them as "solutions" to more serious structural issues. Both approaches have the potential to help improve growth, performance, and culture, but if they are used without question, they may also strengthen existing relationships of authority, management control, and unfairness.  (Fletcher & Mullen, 2012)
When combined, coaching and mentoring are crucial for management in general because they influence our current managers leadership styles and future managers. Based from the current workplace analysis, the company and further companies that invest in these methods are fortunately better positioned to achieve the long-term objectives and maintain a competitive edge because they improve employee development, boost performance and productivity, promote engagement and retention, develop future leaders, and create a supportive workplace culture. However, the impact for management is evident. Coaching and Mentoring ability is no longer a specific job within human resources but rather an essential skill in leadership. (Amicus Ltd, 2024)
According to (Hinga, J. 2024,), coaching and mentoring provide organised but adjustable structures that help the employees develop new abilities, become more self-aware, and accomplish goals that are in line with both individual goals and business goals. (Hinga, 2024).
With both structures aiming for the same goal, there must be one, that is more beneficial as a learning technique, not only to the employers/employees but to the overall workplace to encourage and reassure success and growth. As a personal preference and considering the type of workplace the Engineering company consists of, and the type of roles and professional that are required, the coaching method is probably the better option, given the type of learning structure it has to offer to the ongoing and upcoming apprenticeships.
The next part of the assignment will focus entirely on how and why Coaching is more significant within the workplace. Also, exploring what is required to be able to coach others to an acceptable level and standard.
Critically exploring the knowledge skills, attitude and behaviours needed by an effective workplace coach & critically assessing a model or process that should be followed when formally coaching.
Instead of depending just on general people skills, the workplace coach combines specific knowledge, developed skills, reflective attitudes, and morally grounded behaviours. Through structured models such GROW (as mentioned above), and other models such as:
GO M.A.D-Andy Gilbert and Go MAD Thinking created the solution-focused coaching and results framework known as the Go M.A.D. (Go Make a Difference) model. It focuses on utilising seven key ideas to transform "better thinking" into "better results" to improve workplace outcomes. The Go MAD Seven Stages and Principles are:
-Reason Why- Discuss the "why" behind the goals and the significance that drives the project.
-Develop goals: Set SMART goals that are in line with business or own goals.
-Verify Its Achievability and Self-Belief: Evaluate the level of confidence and make sure that the goals are realistic.
-Examine Options and Set Priorities: Prioritise tasks to maximise efficiency while coming up with ideas and choosing the best course of action.
-Engage Others and Obtain Support: Involve team members and important stakeholders to guarantee cooperation and support.
-Accept Personal Accountability: Take responsibility for the actions and outcomes to promote accountability.
-Act and Track Outcomes: Put the plan into action, act right away, and track the results on a regular basis. It is commonly used for coaching conversations and encouraging the apprentices with structured questions. (Gilbert, A. 2005).
Also, a 60 or 90-day improvement challenge and quick problem-solving, handling change and developing a common framework for problem-solving through change in culture. (see Appendix E- GO MAD results model).  
Bloom's Taxonomy- This framework, was created in 1956 by educational psychologist Benjamin Bloom and his team, including Max Englehart, Edward Furst, Walter Hill, and David Krathwohl, and then later updated by Anderson and Krathwohl in 2001 into six stages to think critically, these are:
Remembering: Recalling phrases, facts, and fundamental ideas.
Understanding: Describing thoughts or ideas.
Applying: Making use of knowledge in new settings. 
Analysing: Making connections between concepts. 
Evaluating: Defending a position or choice. 
Creating: Creating something new or unique.
It encourages higher-order thinking, progressing from recalling essential information to producing new, creative ideas. The main and essential concepts is the Hierarchical Structure this because it is cumulative in nature, knowledge of lower levels is necessary for higher levels. The Three Domains that is of -The cognitive (knowledge), emotional (attitude), and psychomotor (skills) these domains comprise the framework. Its goal is to assist coaches in developing learning objectives, curricula, and tests that focus on cognitive abilities. (Bloom et al. 1956.) By using the Blooms taxonomy, individuals can progress from memorising facts to more in-depth critical thinking and practical use. 
How the models combine with professional standards.
Using the specific frameworks together with professional standards, offer helpful frameworks, they must be applied critically so that coaching inspires the employees rather than just enforcing company goals. Coaching others entails knowledge and understanding of theory to be able to promote reflection and accountability rather than dependence. Workplace coaches must have knowledge in more mature education, motivation, feedback, and change processes. This involves understanding how performance and engagement are impacted by goal setting, self-efficacy, and feedback. For coaching to be in line with ethical and strategic needs rather than becoming an independent, personal support, coaches must also be knowledgeable about business procedures, culture, and role expectations. (Adele, B., et al 2022)
Equally crucial is an awareness of coaching models. Coaches can more effectively plan, discusses and steer clear of unstructured advice-giving by being familiar with structured approaches like the GROW model or CLEAR framework. Peter Hawkins created the CLEAR coaching model, a five-stage framework Model. (Hawkins, P. 2012)
C-Contracting sets the groundwork, including the session's goals, focus, and ground rules.
L-Listening: Involves attentive, in-depth listening for understanding the peer's circumstances, emotions, and underlying views without judgement.
E-Exploring: Asking probing questions promotes self-awareness and opens up new opportunities by helping them appreciate their own emotions and their immediate effects.
A-Action: The coach helps the participant choose the best course of action, next steps, and specific actions.
R-evaluation: The session ends with a summary of the lessons learned, an evaluation of the progress made, and a reflection on the coaching process itself. that offers an organised method of coaching with an emphasis on goal achievement and personal development. 
This is a substitute for the GROW model with the goal of promoting accountability and behavioural change. Also, Active listening, effective questioning, summarising and restructuring, building rapport, and providing and receiving feedback are also all important and essential skills for workplace coaching. While open-ended questions promote critical thinking and problem ownership rather than just gathering facts, active listening allows the coach to completely understand the employee's point of view Coaches who are skilled at summarising and describing are better able to identify patterns in behaviour and presumptions and make sense of their own thoughts. (Whitmore, J. 2009). 
Coaching mindset and attitudes are based on respect, trust, and faith in others ability to learn is crucial, according to research on coaching for management (Hunt & Weintraub, as cited in Koskinen, 2021). a desire to learn, respect, and an eagerness to share responsibility with staff members rather than take control over them are examples of such attitudes. A coach who believes staff are fundamentally capable will be more inclined to ask reflective questions and offer ownership, whereas a deficit mindset tends to produce directive advice and micromanagement. (Koskinen, K., & Anderson, K. 2023)
Additionally, ethical attitudes are quite important. Integrity, confidentiality, cultural sensitivity, and dedication to the individual's agenda are all highlighted by professional associations like the International Coaching Federation (International Coaching Federation [ICF], 2020). This can be difficult in the workplace since line managers may have to choose between performance management and developmental coaching. A competent coach must negotiate boundaries in a way that sustains trust and be open about these two responsibilities. (Gavin, J. 2022). 
Daily behaviours reveal attitudes and abilities. According to studies on managerial coaching, successful coaching behaviours include setting up frequent one-on-one meetings, asking employees to come up with their own answers, promoting experimentation, and giving prompt, targeted feedback (Adele, B., et al 2022). When managers listen closely, ask questions, and include people in choices that have an impact on their work, workers tend to view them as effective mentors.
But actions are frequently unpredictable. According to Koskinen (2021), managers may promote developmental values but, when under pressure, behave in a controlling or dishonest attitude. This discrepancy can damage the psychological safety necessary for honest reflection and damage trustworthiness. Therefore, with the goal to connect their actions with the coaching ideals they claim to uphold, effective workplace coaches that constantly reflect on themselves and ask for feedback on their own behaviours. (Koskinen, K. 2021)
How GO MAD-GROW-Blooms Taxonomy and CLEAR Coaching models critically compare to one another within the workplace.
While GO MAD, GROW, Bloom's Taxonomy, and CLEAR all organise developmental talks in the workplace, their underlying presumptions about learning and transformation make them suitable for distinct coaching goals. Whilst GROW (Goal, Reality, Options, Will) is a linear, goal-centred structure that fits performance and solution-focused coaching. It assists employees in defining a particular outcome, analysing the current situation, coming up with options, and committing to activities. It can minimise deeper emotional or root causes by assuming that the primary factor for development is an understanding of goals and actions. However, GO MAD (Goals, Objectives, Measures, Actions, and Related Stages) places a strong emphasis on project-style planning and measurable outcomes, which is highly consistent with agendas for company performance and ongoing development. This might encourage accountability even though it might restrict coaching to task achievement. Bloom's Taxonomy, which was first created as an educational framework, offers a cognitive hierarchy (remember–create) that can be used diagnostically to construct coaching questions at appropriate cognitive levels. Unlike the process-oriented coaching models, Bloom's method promotes cognitive complexity rather than conversational structure, which complements rather than replaces GROW, CLEAR, or GO MAD.










Appendices.
Appendix (A)- GROW coaching model. 
[image: ](Sir John Whitmore, n.d.)


Appendix (B)- Mentoring process cycle model.
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Appendix C- Basic Brainstorm of different types of mentoring
[image: ]Institute of Directors. (2024, November 20)


Appendix D – CLEAR coaching model
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Appendix E- GO M.A.D results model
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Appendix F- BLOOMS TAXONOMY structure 
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