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The purpose of the report is to critically evaluate the purpose of mentoring and coaching within the workplace. The purpose is to compare views of mentoring and coaching. The purpose of the report is to implement the MMM model for coaching and analyse it properly. The researcher will share his personal experience by using this MMM model. The researcher will share his practical experiences of goal setting and coaching as well as mentoring and offering feedback as a manager of his company. 
The term ‘coaching’ is the process which enables development and learning to occur and hence the performance to improve. To become the successful, the coach needs an understanding and knowledge of processes and various styles, techniques and skills which are perfect for the context where coaching takes place. On the other hand, ‘mentoring’ is when someone shares their experience, skills and knowledge with another person to support them in progress. Mentoring and coaching are development approaches depending upon the application of one-to-one communication to increase the work performance, knowledge or skills of individuals.  In comparison, mentors normally come from within a business because they have deep wealth and knowledge of contracts the mentee requires. Coaches are normally sourced from outside due to the role is to support executives build solutions themselves. Coaching is time-bound whereas mentoring is long-term. To become an effective coach, strong communication skills, trustworthiness, observance, focus, respect, goal-oriented, knowledge, support, enthusiasm and positivity are much-required attributes. The report while discussing this will highlight the MMM model and its benefits and disadvantages.               
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[bookmark: _Toc172633248]Purposes for mentoring and coaching may be used in the workplace.
The main focus of workplace coaching is to promote both-way interaction among the staff and their coach based on determining areas for further performance development, improvement and reinforcing strengths. It is normally completed by concentrating on a particular performance, skills, goals and objectives. The goals of offering workplace mentoring and coaching programmes include supporting and preparing people through change, assisting the performance management and supporting self-directed development and learning. The mentors and coaches may serve the purpose at various stages in the career. For support in deciding which is perfect for staff and firm, mentors and coaches may support and assist them in implementing and building informal and formal mentoring and coaching programs. 
Mentoring offers professional assistance to demonstrate and achieve the coaching capability and competency levels demanded by a desired credential level (Fauzi, 2023). Mentor coaching must take place over an extended time (three-month minimum) in a cycle which allows for feedback and listening from the Mentor Coach at the time of allowing practice and reflection on the individual’s part being mentored. The purpose of mentoring and coaching in the workplace is to assist performance management, support self-directed development and learning, support and prepare people through change and share curated resources.        
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The coach may be the line manager, who sets and plans the objectives and timeframes and actions required to achieve them. On the other hand, the mentor sets the objectives and action plan and is particularly not the line manager (Kent State University, 2024).  
Coaching normally concentrates on work-related problems or specifically defined areas to build. Normally, the formally structured program, because of dealing with specifics. Coach-mentee relation normally runs for the defined and short-time interval. On the other hand, the mentor-mentee relationship is highly open-ended and is normally designed to last longer. The focus is more holistic and broader, covering the development of mentees as a person and their career. Normally, the highly informal process of structured working, because of dealing with the bigger framework. Mentor-mentee relations are highly open-ended and are normally designed to last longer (Susanto, 2023). 
Coach normally is not required to have had the direct experience of occupational role of mentees. On the other hand, a mentor is normally highly qualified and experienced compared to a mentee and passes on direct experience and knowledge (Kent State University, 2024).  
In terms of similarities, both need confidentiality and involve meaningful dialogue focused on unlocking the potentiality of mentees and raising their performance. Both apply the feedback, listening and questioning skills of the provider and understand protocols, agreements and ground rules. Both need the provider to have an effective interpersonal skill and proper working knowledge of firm and learning principles (Karinov et al., 2023). 
Mentoring is development whereas coaching is highly performance-driven. Normally, meetings tend to be highly informal, on an as-needed basis requirement by the mentee. On the other hand, traditionally highly structured, with daily scheduled meetings, like monthly, bi-weekly or weekly (Kent State University, 2024).                      
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The chosen model for coaching is the MMM model. This model has four aspects such as ‘mindset’, ‘motivation’, ‘method’, and ‘advice’. The Mindset stage helps the researcher to discuss their strengths and weaknesses, growth and beliefs. The Motivation stage helps the researcher to discuss ‘purpose’, ‘goals’, and ‘support’. The method stage helps the researcher to discuss ‘action steps’, ‘skill development’, and ‘practical experience’. The advice stage helps to discuss ‘positive reframing’, ‘seek feedback’, ‘continuous learning’ and ‘practise’ (Hillman et al., 2024). 
The first stage of the MMM model is ‘mindset’. This forms the bedrock of success. The users delve deep into the influence of their attitudes, beliefs and thoughts, assisting in cultivating a growth-oriented and resilient mindset. By embracing a positive outlook and conquering self-limiting beliefs, the users must unleash their true potential as well as achieve extraordinary outcomes. The second stage of the MMM model is ‘Motivation’. In this stage, users will share their personal experiences and the enthusiasm they get for doing a particular task. They also set their objectives before accomplishing the tasks. The method is the third stage of the MMM Model. In this stage, the users will take actions they plan and analyse their weaknesses which they need to improve in the future. The weaknesses can be analysed from their personal experience. For example, during my managerial task, I identified that I could not analyse the tasks critically due to my lack of critical thinking ability. Therefore, this is my weakness which I need to develop further for future growth (Admin, 2023). 
The MMM model in coaching is beneficial for coaches or users in their professional and personal fields. This model is considered an innovative approach, the users must not waste their time on activities which fail to deliver the desired results. The users can build a distinctive methodology which integrates the power of marketing, mission and mindset, enabling them to unlock their full potential and develop a thriving business driven through a higher purpose. The MMM method is another business coaching program, this is the transformative journey which empowers individuals to unlock their true potential, experience holistic success and make a difference across the globe. As an outcome, the MMM method discovers a unique program which combines the personal development with tangible business outcomes. At the core of the philosophy lies a belief that original success in both the life and business is achieved via the alignment of these four pillars such as mindset, motivation, method and advice (Admin, 2023).          
The benefits are-
· The MMM model helps the users to divide their entire experiences into four stages to discuss. It helps them to understand and analyse things better.
· It is a cost-effective method to use for coaching.   
The disadvantages are- 
· The MMM model is a complex and time-consuming approach. 
· The MMM model does not help evaluate and analyse critically the experience shared by the users. Therefore, lack of information for the readers to understand about the users.        
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By using the MMM model, I have shared my experience of goal setting and coaching. 
Mindset 
I have identified that by working in a managerial role for my company I have gained several strengths and areas still I need to improve. I have determined that I have maintained both verbal and oral personal skills, optimism and teamwork. I have weaknesses like critical thinking and problem-solving, time management, poor decision-making and delegation. 
While doing the managerial role and guiding the team members I was excited about communicating with them and understood their regular challenges during the tasks. However, the situation was different before coaching them. It is because I did not have much experience during that time, and I was not aware of effectively guiding the members through proper problem-solving skills. Therefore, I was not confident during coaching and also nervous and panicked about whether I was able to properly guide them or not. After coaching, I have determined that I have weaknesses in problem-solving, decision-making, delegation and critical thinking skills (Rubens, 2024). 
After coaching the group members in my managerial position, I have determined that if I can improve my weaknesses, I can see further growth opportunities in my managerial career as a coach. I can effectively solve the problems of my team members and ensure the tasks will be completed properly and within time.       
Motivation 
I used to work in an associate sales role for my company where I have learned several skills and sought knowledge related to the sector. I thought that a managerial role in coaching could help me to share my experiences with the team members and help them in their daily basis tasks. I can guide them and maintain proper conversation with them. Therefore, I have applied for the managerial position. For this position, I have focused on building relations and exploring the internal opportunities. I have focused on team building and set SMART objectives. I also have focused on building the major skills and also decision-making skills. I also have focused on delegation skills. I also outlined my goals and took online classes. During the preparation, I seek advice from experts in online classes and maintain consistent practice as per the advice to improve my current weaknesses. I think online classes can help me to increase my knowledge and understanding of the managerial post and industry.   
Method 
At first, I need to use SMART objectives to set realistic goals to take on leadership tasks. Based on that I have to develop trust and maintain consistent practice. I need to gather feedback from the experts to analyse the areas I still need to improve further. As I want to become a coach, I need to practise mentorship and gather some ideas or knowledge related to the managerial role. To become a manager or a coach I need to improve my problem-solving and critical-thinking skills, time management and poor decision-making and delegation skills. 
As an associate sales executive role, I am focusing on building relationships with the experts in managerial positions. I need to highlight my current achievements and skills. I also need to focus on improving my weaknesses by taking a proper action plan.    
Advice  
I can see motivational videos regularly to motivate myself to get the managerial position and act accordingly. I can turn self-doubt into affirmations. I can stay optimise about getting the job in the upcoming days. I also focus on seeking consistent feedback from experts called Jamie to see my progress or areas I still need to improve. I can focus on books for consistent learning.      
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I have applied to the Johari Window-based mentoring session to reflect on my assessed experience of providing and mentoring feedback.  
Step 1- Open Area
While doing a mentorship with a team member called Alex, I identified that teamwork and organisation are the key managerial skills or a strength for me and my group members. However, while doing mentorship my team member noticed that I failed to effectively delegate my tasks. Therefore, I need to focus on improving this area for my mentor role in the future.   
Step 2- Blind Area
In terms of decision-making, my team member normally second-guesses himself while making any decision. This can be a major challenge for me and my team members during further tasks. Therefore, I provided the feedback to Alex to work on developing their confidence.   
Step 3- Hidden Area
I have asked my group member about the things that hold him from observing it as a growth opportunity. As a reply, Alex told me that he has a fear of failure. I think to overcome this issue Alex needs to observe problems as an opportunity and encourage him to improve his problem-solving skills. I think this can increase the confidence.   
Step 4- Unknown Area   
I also have asked Alex one of my team members the way to lead a group meeting next door. As a reply, Alex encouraged himself and replies sounded good.   
I can focus on mock interviews to improve delegation skills where I can effectively delegate and develop confidence. I need to set SMART goals, apply resources and seek feedback. This will help me move on the right path as a mentor and offer input to the group members. On the other hand, for my team members like Alex, I also asked them the reason for participating in the role. Alex replied to support the team to grow. It also encouraged me and I also suggested he set small smart goals such as leading projects. The purpose of Alex is to support the team members.      
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The reflective research summaries about the differentiation between coaching and mentoring. The reflective research summaries coach can be a line manager who sets as well as plans the goals and actions needed to achieve them. On the other hand, the mentor sets the goals as well as an action plan and is specifically not a line manager. Coach is often not needed to get direct experience of the occupational role of the mentees. The mentor is highly experienced and qualified compared to the mentee and also passes on direct knowledge and experience. The research uses the MMM Model to self-reflect his personal experiences. The model includes four major aspects include 'mindset', 'motivation', 'method' as well as 'advice'. The benefits of the MMM model are less expensive method to apply for coaching and supports the users by dividing whole experiences into four stages for discussion. The disadvantages of the MMM model are time-consuming and complex approach. This model does not support access and analysis critically an experience shared by the users. The research also concludes self-reflection where the researcher has weaknesses like delegating tasks, poor decision-making, problem-solving and critical thinking, time management and many more. The research also concludes the researcher focuses on improving leadership skills for managerial posts by taking online courses or seeking advice from experts or books. The research also uses Johri-window to discuss the experience of the researcher as a mentor. The research also concludes that feedback is provided to one of the team members of the researcher called Alex and suggests feedback as per his issues. The research concludes the improvement areas Alex is delegating tasks and Alex needs to see problems as opportunities to improve their problem-solving skills. In the future, the researcher also needs to focus on improving delegating and decision-making skills.         

[bookmark: _Toc172633254]Reference list 
Admin (2023) MMM Growth Method - Online Business Coach - Shanti Bansi. https://www.shantibansi.com/method/.
Fauzi, A., (2023). Pengaruh Coaching Dan Mentoring Terhadap Kinerja Pegawai. Jurnal Akuntansi Dan Manajemen Bisnis, 3(1), pp.121-126. https://journal.admi.or.id/index.php/JAMAN/article/view/670
Hillman, J., Lochtie, D. and Purcell, O., (2024). Black students’ experiences of coaching and mentoring in higher education: a case study. International Journal of Mentoring and Coaching in Education, 13(2), pp.246-257. https://oro.open.ac.uk/95861/3/ijmce-01-2023-0011.pdf
Karinov, A., Smagulov, Z., Takirov, S. and Zhumagulov, A., (2023, November). Implementation of coaching and mentoring methods in teaching Kazakh literature to the secondary school students. In Frontiers in Education (Vol. 8, p. 1279524). Frontiers Media SA. https://www.frontiersin.org/journals/education/articles/10.3389/feduc.2023.1279524/full
Kent State University (2024). Know the difference between coaching and mentoring https://www.kent.edu/yourtrainingpartner/know-difference-between-coaching-and-mentoring.
Rubens, A. (2024) Strengths and Weaknesses of Managers: Tips for Business excellence. https://www.kickidler.com/info/strengths-and-weaknesses-of-managers-tips-for-business-excellence.html#:~:text=Managers%20require%20strong%20communication%20skills,the%20goals%20of%20their%20position.
Susanto, P.C., (2023, May). Coaching and mentoring education to improve the competence of final-semester students. In International Conference on Education of Suryakancana (IConnects Proceedings). https://jurnal.unsur.ac.id/cp/article/view/3028


1
