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[bookmark: _Toc172375488]Introduction
Coaching and mentoring are vital in modern workplaces, enhancing individual growth and organisational success. According to Pelan (2012), while coaching and mentoring utilise many of the same skills, coaching is short-term and focused on specific tasks, whereas mentoring involves a long-term relationship.
Coaching focuses on skill and performance improvement, while mentoring supports career and personal development. These practices foster continuous learning, align employee and company goals, and boost engagement, retention, and productivity. Personalised feedback helps employees overcome challenges and achieve professional milestones, benefiting individuals and the organisation (FutureSolve, 2024). The first section will uncover the critical evaluation of Coaching and Mentoring in the Workplace.
Further, this report provides a critical analysis of the GROW coaching model, a structured framework designed to guide individuals through goal setting, reality assessment, options exploration, and planning the way forward (Libri, 2004). By defining the GROW model, its advantages, disadvantages, and contexts where it is most effective will be provided.
Following this theoretical analysis, reflection on two practical experiences using Gibb's model of reflection will be given. Frameworks such as Gibbs’ Reflective Cycle can sharpen the focus of reflective learning from challenging experiences (Markkanen et al., 2020). The first reflection examines an assessed experience of coaching and goal setting, offering practical insights into applying the GROW model. The second reflection focuses on mentoring and providing feedback, incorporating Johari's Window to explore self-awareness and interpersonal communication within the mentoring process. Enhancing self-awareness will improve listening, being more present, and connecting with the person or group (Sinclair, 2021).
This report aims to comprehensively understand the Coaching and Mentoring Models and their applicability through critical analysis and practical reflections.



[bookmark: _Toc172375489]Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring are essential tools in the workplace, playing crucial roles in employee development and organisational success. This evaluation aims to define the main purposes of these practices, compare different views, and discuss their limitations.
[bookmark: _Toc172375490]Main Purposes and Limitations of Coaching and Mentoring:
Coaching
To maximise the value and contribution of the workforce to the organisation's success, workplace coaching is a popular tool for achieving this goal, as it helps meet developmental needs and theoretically results in instrumental gains. The primary goal of workplace coaching is to foster two-way communication between an employee and their coach to identify areas for improvement, reinforce strengths, and enhance overall performance. This process typically focuses on specific performance objectives, skills, and goals. Ultimately, it aims to empower employees to achieve their highest potential (Factorial, 2023). Coaching in the workplace is typically short-term and focused on specific goals or skills improvement. According to Parsloe and Leedham (2009), coaching aims to enhance an individual's performance through structured feedback and support. It involves setting clear objectives, identifying obstacles, and developing strategies to overcome them.
However, while there is growing knowledge on coaching's impact on individuals, factual research on its organisational-level benefits is lacking. Much of the existing research focuses on the humanistic aspects of coaching and its effectiveness in addressing the 'human element' of work. Still, the crucial question of how coaching translates into overall organisational effectiveness remains unclear. (McComb, 2012). This is considered a limitation because it points out the gap in research. Nevertheless, coaching's short-term nature may limit its ability to foster deep behavioural changes or comprehensive development (Grant, 2017).
Mentoring
Mentoring, on the other hand, is a long-term relationship that focuses on broader career and personal development. Kram (1985) defines mentoring as a process where an experienced individual provides guidance, advice, and support to a less experienced person. Mentoring involves the mentor sharing their knowledge, skills, and experiences to help the mentee reach their full potential. Contemporary definitions of mentoring have expanded from focusing solely on skills development to include personal growth. The dynamic has shifted from being mentor-directed (where the mentor has control) to being more self-directed (with the mentee taking control). Additionally, the relationship goals have evolved from 'knowledge transfer' to 'critical reflection and application (Rubbi Nunan, Ebrahim, and Stander, 2023). 
Workplace mentoring relationships are considered essential for employee development. However, research has generally shown small to moderate effects of mentoring on outcomes for both mentees and mentors, with a significant variation in effect sizes. These findings highlight the limitations and necessity of gaining a deeper understanding of the psychology behind mentoring relationships to fully optimise their benefits for mentors, mentees, and organisations (Balduzzi and Lazzari, 2015). Another limitation is the effectiveness of mentoring relationships hinges on the compatibility between mentor and mentee; mismatches can lead to ineffectiveness and frustration (Eby et al., 2010).
[bookmark: _Toc172375491]Similarities and Differences
In conclusion, similarities and differences are provided in below Table 1.
	Similarities
	Differences

	· Both emphasise meaningful dialogue to unlock potential and enhance performance.
· Confidentiality is crucial in both relationships.
· Effective supervision and well-managed processes are critical for positive outcomes.
· Providers require skills in questioning, active listening, and giving constructive feedback.
· Strong interpersonal skills and understanding of organisational dynamics are essential.
· Clear ground rules are vital 
	Coaching
· Work-related 


· Short-term
· Formal

· Direct mentee’s role experience is not required

· A coach can also function as a line manager


· Coach sets the goals


	Mentoring
· Also focused on personal growth
· Long-term
· More Informal
· Mentor is usually more qualified and experienced
· A mentor is conclusively not a line manager.
· Mentee sets the goals



Table 1: Similarities and differences in coaching and mentoring (Murray, 2023). 
The following section offers a critical analysis of the GROW Model of Coaching, a popular framework for goal-setting and problem-solving.
[bookmark: _Toc172375492]Critical analysis of the GROW Model of Coaching
The GROW coaching model is among the most widely used frameworks in coach training and teaching programs. It is the default go-to model for most coaches in supporting coachees to achieve behavioural and cognitive change. The model provides coaches with the flexibility to guide their peers through a series of stages sequentially or to focus on specific steps that best serve the coachee now. Based on the authors' experiences coaching clients over several years, one notable exclusion from the GROW coaching model is a clear process for transitioning coachees from the intention to change to actions that result in behavioural change. Very few adaptations of the GROW coaching model have successfully addressed this gap (Panchal and Riddell, 2020).
As coaching is a crucial element of successful professional development, the GROW model is a proven tool widely used by companies to address performance issues. The coach's role is to help the coachee overcome internal obstacles, allowing their natural abilities to grow without further coaching intervention (Binti Kamarudin et al., 2020).
The model consists of four stages provided in Figure 1, each designed to engage the coachee's interest.
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Figure 1: GROW Model (The Pathfinder Coach, 2024).
The first stage of the GROW Model focuses on establishing a clear and specific goal. Goals should be SMART: Specific, Measurable, Attainable, Relevant, and Time-bound, ensuring they are realistic, achievable, and evaluable. It is important to set goals that matter to the coachee and align them with their values. Visualising the result can boost motivation. The second stage, Reality, involves an honest assessment of the current situation relative to the goal. Gathering relevant information, evaluating skills, knowledge, resources, and barriers, and reflecting on past experiences to understand the gap between the present state and the desired outcome. The third stage of the GROW Model involves exploring options and identifying obstacles. Brainstorming potential strategies and resources to achieve the goal and evaluating their pros and cons to select the best approach. At the same time, recognition and addressing of both internal obstacles (such as limiting beliefs) and external obstacles (such as a lack of resources). The final stage, Will, focuses on taking action. This involves a detailed action plan with specific steps, a timeline, necessary resources, and a method for tracking progress. Maintaining commitment and motivation is key, so breaking the goal into smaller tasks, celebrating milestones, and seeking support from a coach is desired to stay encouraged and on track (The Pathfinder Coach, 2024).
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The Advantages and Disadvantages of the GROW Model are summarised in below Table 2.
	Advantages
	Disadvantages

	Clear Goal Setting: Provides a straightforward method for identifying and defining precise goals, aligning them with personal or professional growth needs.
Effective Problem-Solving: Encourages individuals to tackle problems directly and brainstorm solutions, enhancing problem-solving skills.
Ownership and Accountability: Emphasises personal responsibility and commitment to action, fostering self-directed growth and a proactive mindset.
Flexibility: Adapts to various learning styles and situations, making it versatile and suitable for different contexts.
Self-Awareness and Empowerment: Promotes self-awareness by helping individuals assess their current situation, explore future paths, and build the willpower needed for change. 
Enhanced Motivation: Encourages visualization and a focus on significant areas, which can boost motivation and make the growth journey smoother.
	Inflexibility: The GROW model may be inflexible, assuming goals remain constant despite changing circumstances, which can be challenging in a rapidly evolving environment. 
Lack of Personalisation: The model does not always accommodate individual differences or unique situations, making it less adaptable to specific needs.
Emotional Factors Overlooked: It tends to focus on cognitive aspects and may neglect the emotional influences that affect decision-making and goal achievement.
Motivation Issues: The model's effectiveness in generating commitment can vary, and some individuals may respond better to more flexible or broad coaching approaches.


Table 2: Advantages and Disadvantages of the GROW Model (Glaser, 2023).
According to Whitmore (2009), it is applicable in diverse settings such as individual and team coaching, leadership development, project management, performance evaluations, personal planning, training, and educational environments. It facilitates the process of setting clear goals, evaluating current situations, exploring potential options, and creating actionable plans. This model can be easily incorporated into conversations, video calls, meetings, and daily interactions, eliminating the need for dedicated time or specific settings.
The next section is aimed at reflection on Coaching and Mentoring Sessions using Gibbs’ Reflective Cycle. 
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Learning from experience is the core definition of reflective learning. I will be using Gibbs’ Reflective Cycle, outlined in Figure 2, to reflect on the practical experience for Coaching and Mentoring Sessions in this module.
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Figure 2: Gibbs’ Reflective Learning Cycle (Harithuddin, 2021).
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In week 3 of this module, we had the first part of our assignment due to be complete. Working in pairs, me and Nargas had to conduct five minutes of coaching sessions focused on goal setting. We had to choose one of the coaching models to support our session. Based on the selected model, the questions were adapted to suit the model. We decided to apply the GROW Model. Due to my previous lack of emotional intelligence at the Workplace and the continuous progress that I have made in the last two years, I decided my goal would be to further elaborate on this as I am currently dealing with a colleague requiring special attention, empathy and patience due to his unpredictable and often inappropriate behaviour towards myself and others in the organisation. Nargas on the other hand chose her goal to be the development of her networking opportunities due to her lack of work experience. 
I felt empowered working on this with Nargas, as she has a high level of empathy, and I was curious to hear her approach and ideas. She has made me reflect on the goal from a wider perspective with her wisely selected questions. On the other hand, Nargas demonstrated interest, and willingness to explore my action plan to achieve better networking opportunities and her engagement throughout the session was excellent.
We have been able to set the SMART goal for our Workplace and the questions we asked during the coaching session enabled us to look at the goal from ‘outside the box’. The action plan was relevant and helped us to progress with the set goal, however, I could explore further what is the preferences for Nargas to develop her networking opportunities and instead, I chose what I believe would help her.
I believe that the factor which affected this session was that the time of our session was too short to dive into it and if we had more time for discussion, we could provide an action plan tailored for the individual.  The questions asked were relevant and brainstorming.
I have learned from this coaching session, that sometimes questions not relevant to the goal, can help you build your self-awareness and look at the goal from a different perspective. It has given me priceless experience for the future coaching of individuals at my workplace.
In conclusion, as Nargas outlined for my action plan, I need to work on my listening skills and thoughtful responses as this can develop me as a coach and help me to maintain healthy working relationships.

[bookmark: _Toc172375496]Mentoring Session
Our next task for his module was a mentoring session in week 8, where we had to follow up on our previous session, but this time switch to five minutes of mentoring sessions focused on providing Feedback. We have chosen the Johari’s Window as outlined in Figure 3. And uncovered the Open Known to Self-part.
[image: The Johari Window]
Figure 3: The Johari Window (Nurick, 2020).
I was surprised to discover that Nargas lacks confidence in setting up her LinkedIn account due to her limited work experience, even though she is generally confident in face-to-face settings. It made me feel even more conscious of the importance of listening skills. I felt more confident and comfortable in this session, due to the nature of mentoring being closer to me than coaching. 
I highlighted to Nargas to focus on her strengths rather than weaknesses, which could further boost her confidence. At the same time, I did not pressure her to action her plan, but as a good listener, I instead deviated from the previously proposed action plan and offered her a solution tailored to her. I have been able to work on my action plan and noticed the progress with my colleague. 
Based on my feedback, Nargas analysed what is helping me overcome barriers and advised me to build on these strengths. She noted that my lack of in-person communication is a significant factor, given that I am a home-based employee. Based on her feedback on the action plan, I was able to tailor her action plan.
I have learnt from this session that sometimes, the hidden factors I would not consider can play a significant role in overcoming our barriers to help us achieve a goal. This session helped me realise that sometimes we must adapt what we think is the best for individuals to suit them. If this approach is not followed, the goal may not be achieved due to a lack of motivation or interest from the mentee.
I will apply this approach at my workplace, in the future and allow for more personal interaction.

Conclusion
Coaching and mentoring are vital components of workplace development and organisational success. This evaluation highlights the purposes and limitations of these practices and provides a critical analysis of the GROW Model of Coaching.
Coaching primarily focuses on enhancing performance through short-term, goal-oriented interactions. It aims to maximise employee contribution to organisational success by identifying areas for improvement, reinforcing strengths, and setting clear objectives. Despite its benefits, the short-term nature of coaching can limit deep behavioural changes, and there is a lack of research on its organisational-level benefits.
Mentoring, in contrast, is a long-term relationship that involves broader career and personal development. It involves experienced individuals providing guidance and support to less experienced colleagues, fostering personal growth and professional advancement. The effectiveness of mentoring hinges on the compatibility between mentor and mentee, and research shows varied effects on outcomes for both parties.
The GROW Model, a popular coaching framework, facilitates goal setting, reality assessment, options exploration, and action planning. While it effectively promotes self-awareness and problem-solving, it can be inflexible in changing circumstances and may overlook emotional factors that influence decision-making.
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