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[bookmark: _Toc223542465][bookmark: _Toc225089993]Introduction 
[bookmark: _Int_RlnkZ9n7][bookmark: _Int_fzVcs2fD][bookmark: _Int_veyAayeI][bookmark: _Int_lQllB8cp][bookmark: _Int_JajY2ykm][bookmark: _Int_pVQHi3rl][bookmark: _Int_uKtZa3oL]In this report there will be talks about coaching and mentoring and they will be critically assessed and how they are supported in a workplace. There will be talks of the skills, behaviours, attitudes and much more on coaching and mentoring. There will be areas where the knowledge, skills, attitudes and behaviours are explored to suggest what is needed by an effective workplace coach. There will be a journey process that will be critically assessed to ensure that they are followed formally when mentoring. Coaching and mentoring are widely used developmental approaches designed to enhance performance, build capability, and support career progression. They differ in structure, purpose, and relational dynamics. Both, however, rely heavily on interpersonal competence, ethical awareness, and reflective practice. An affective coach or mentor is one who is attuned to emotional intelligence, empathy, and relational depth and must balance support with challenge, guidance with autonomy, and expertise with humility. 
Most businesses use mentoring on a daily basis however coaching is used when needed but is not continuous. Most jobs will have a staff member who is more experienced to show around a new employee or have them shadow the more trained employer for a day or more until they find their feet. 













[bookmark: _Toc223542466][bookmark: _Toc225089994]Critically analyse the skills and behaviours, attitudes, beliefs and values of an affective coach or mentor. 
Critical analysis is the detailed examination, interpretation and evaluation of a text or idea to understand its deeper meaning (Brown & Keely, 2012). Critically analysing information is essential to break down, interpret, evaluate evidence, allowing individuals to move beyond simple description to form independent, evidence-based judgments. It enables the detection of bias, identification of reliable sources, and understanding of underlying assumptions and then leading to better decision-making and problem-solving (Taylor,n.d). 
[bookmark: _Toc223542467][bookmark: _Toc225089995]Coaching
[bookmark: _Int_m6MRAqTx]Coaching in the workplace is an ongoing, collaborative partnership between a manager and employee which is designed to improve performance, enhance skills, and achieve professional goals through guidance rather than supervision. It focuses on unlocking an individual's potential, boosting motivation, and fostering self-awareness to drive both personal growth and organisational success (Johnson, A. 2022). An effective coach must have a unique blend of skills, behaviours, attitudes, beliefs, and values. These elements shape how they interact with clients, help clients reach their goals, and create a positive, impactful coaching experience. To be a good coach they must be positive, enthusiastic, supportive, trusting, focused, goal-oriented, knowledgeable, respectful, patient and a clear communicator (Hira, 2024).
[bookmark: _Int_VsKQhY8p][bookmark: _Int_vICR7Nkz]The skills needed to be a good coach are active listening so they are able to listen without interrupting so they can notice certain concerns and motivations this will help the client build trust and know they can talk to their coach openly (Cox, 2024).  Another skill would be goal setting and planning which will help the client set realistic goals that will have a plan to help them achieve their goals. Coaches will need to give feedback and reflect without being judgemental and give constructive advice while helping clients reflect on their progress and challenges. 
The behaviours needed for an effective work coach are patience, as a coach taking the time to allow clients to explore their thoughts and feelings without rushing the process this will help the client to feel confident in the coach as they will feel like they are not being rushed. Another important behaviour needed is Adaptability, adapting coaching strategies and approaches based on the client’s needs, preferences, and unique circumstances will be more beneficial for the client and their needs not all strategies will suit everyone so being able to adapt will help get a better result (Curran, 2024). 
[bookmark: _Int_5usFAvRl]The attitudes needed of a coach is to be non-judgmental, this means the coach must approach each client without prejudice, leaving individual opinions or biases at the door. By not being non-judgmental will help build trust. Coaches need Growth Mindset meaning they must be Believing in the client’s ability to grow and change through effort, persistence, and learning. A growth mindset promotes resilience, but it can sometimes unintentionally lead to pressure if a coach assumes that clients always have the ability to overcome challenges, without considering the personal, systemic, or emotional barriers that may exist (Herdlinger, 2024). They also Positivity by Focusing on possibilities and solutions rather than problems and limitations, having a positive attitude helps clients feel hopeful and motivated. 
The beliefs a coach will need to have is the Belief in Client’s Potential; a coach must believe that the client has the capacity for growth and transformation. This belief fosters motivation with the client. 
[bookmark: _Int_nRB6jHXc]The Values of an Effective Coach are Integrity, an effective coach works with honesty, transparency, and ethical standards. Integrity is crucial to showing a trusting relationship, but in some complex coaching scenarios, such as those involving business ethics or conflict resolution, integrity may be challenged. They also need Respect for Client Autonomy, Coaches must respect the client’s autonomy, allowing them to make decisions based on their own values and preferences. This value helps foster client ownership of their decisions. However, coaches must be vigilant that clients are not making decisions based on harmful patterns or biases.
[bookmark: _Int_6HHGRvQa]Here are some of the benefits of coaching in the workplace, setting up employees for success, increased motivation, higher employee engagement, boost in productivity, better internal communication, higher retention rates and a reduced recruitment cost (Nikoloska, 2022). However, there are disadvantages of coaching in the workplace these are that there is not enough time for coach and learner to be able to do it, slow results, risk of turnover after training, inconsistency, and quality issue if the coach is not knowledgeable enough (Ward, 2021)
A coach in the workplace helps employees improve performance, build skills, and reach their potential by guiding rather than directing. However, a manager may tell people what to do, a coach helps people think, reflect, and find their own solutions.
Here are a few examples of a coach in a workplace:
An employee is consistently missing deadlines.
Coaching approach: asking these questions. 
“What’s getting in the way of completing tasks on time?”
“How are you prioritising your workload?”
“What changes could help you stay on track?”
The coach listens and helps them to find the obstacles (unclear expectations or overcommitment) and support them in creating their own improvement plan.
Another example:
[bookmark: _Toc223542382][bookmark: _Toc223542468][bookmark: _Toc225089996]A team member wants to move into leadership.
Coaching approach:
“What skills do you think strong leaders on our team demonstrate?”
“Which of those skills do you already have?”
“What experiences would help you grow in that direction?”
As a coach they will help them find stretch assignments, mentorship opportunities, or leadership training.
Being in a salon where I had a coach to do my hairdressing coach, my coach was always understanding, she never judged me for not being able to do certain tasks or for not passing exams. My coach just encouraged me to keep going and worked on things I found harder and ways to remember how to do them. She reminded me what I needed to do in order to become a sufficient hairdresser. 

[bookmark: _Toc223542469][bookmark: _Toc225089997]Mentoring 
Mentoring is a relationship in which a person with more experience supports another person to help them develop skills, knowledge, and experience they need to progress in the direction that they want to go (McLaughlin, 2010). There are benefits of mentoring in the workplace which are: boosting employee engagement, improves employee retention, builds a culture of knowledge sharing and collaboration, builds a healthy work environment (Reeves, 2023). However, there are disadvantages of mentoring which include wrong parings of mentor and student, scheduling conflict, and unclear goals (Barth, 2025). If there is wrong paring of the mentor and student, this may be a disadvantage as they will struggle to understand each other which can get in the way of mentoring. 
[bookmark: _Int_TsKvAVpk]The skills needed to be a mentor are listening skills, communication, empathy, patience, knowledge and experience, leadership skills and able to give constructive feedback and advice (Phillips-Jones, 2003). Active listening is a fundamental communication skill for mentors. It involves fully concentrating on what the mentee is saying, understanding their perspective, and responding thoughtfully. This is done by keeping eye contact, nodding to show understanding, and asking clarifying questions to ensure you fully grasp the mentee's thoughts and feelings.

[bookmark: _Toc223542470][bookmark: _Toc225089998]The Behaviours of an Effective Mentor need to be professional and reliable having good ethical conduct, punctuality and having confidentiality because if the mentor is not reliable then the trust will deteriorate quick. They also need to be Approachable and Empathetic as an effective mentor creates a safe environment where mentees can express vulnerability.
[bookmark: _Toc223542471][bookmark: _Toc225089999][bookmark: _Int_oAv58MVh]The attitudes of a good mentor are Commitment to Development, Effective mentors genuinely want to see others grow (Carruthers, 2023).  They also need Patience and to be Non-Judgemental as Growth takes time. Effective mentors tolerate mistakes and uncertainty. Judgemental attitudes inhibit openness and honesty, particularly in high-stakes professional environments.
[bookmark: _Toc223542386][bookmark: _Toc223542472][bookmark: _Toc225090000]The beliefs of an effective mentor are the Belief in Potential. An Effective mentors hold a growth-oriented belief that individuals can develop. Also, they need Belief in Ethical Responsibility, Mentors recognise their influence and power within the relationship. Without this awareness, power imbalances may go unacknowledged.
[bookmark: _Toc223542473][bookmark: _Toc225090001][bookmark: _Int_Y44HWWAR]Values of an Effective Mentor is respect they must have Respect for diverse backgrounds, perspectives, and identities. Unexamined personal biases can undermine inclusive mentoring practice. They also need Integrity, they need to be Honest in feedback, consistency in behaviour, and adherence to confidentiality. If confidentiality is breached, trust is irreparably damaged. 

Here are some examples of workplace mentoring:
[bookmark: _Toc223542474][bookmark: _Toc225090002]Supporting a New Employee
[bookmark: _Toc223542475][bookmark: _Toc225090003]The company have just taken on a new receptionist which have not had much experience. 
[bookmark: _Int_CKRL69Jq]Mentoring Example:
a senior team member, is assigned as the mentor, they will 
· Sits with them during live calls
· Demonstrates how to stay calm with upset customers
· Shares scripts and techniques to uses
· Gives feedback after each shift
Over time, they will become more confident and improves the customer satisfaction ratings.
Showing an employee how to shampoo in a hair salon 
[bookmark: _Int_oxbKRoz1]A senior stylist is assigned the role to teach the new employee how to shampoo correctly with the best techniques. 
The mentor will stand with the employee and will show them one shampoo on the client's head and allow them to have a go on the second shampoo and will show the employee the massage techniques. 
[bookmark: _Int_l9arPtHb]Once the mentor is happy with the progress then they will just stand and observe whilst they do all the work by doing this the employee will have better understanding and confidence of shampooing and will get feedback when the customer is satisfied. 
In the salon, I was taught by a mentor and now I mentor the younger employees on how to shampoo, clean, answer the phone, greet customers and how to gown up. 
How to improve mentoring initiative 
[bookmark: _Int_2I1XSTj8][bookmark: _Int_CFPP6FqE]Improvement of mentoring initiatives involves defining clear, measurable goals, improving the matching process, and providing structured training for participants (Winstanely, 2023), The key strategies for Improvement are, Refine the Matching Process by using  technology or structured questionnaires to align mentors and mentees based on skills, goals, and personalities, rather than just hierarchy. Also, Define Clear Goals & Structure: Show specific, measurable objectives for the program and set expectations for meeting frequency and duration. There must be provided Training and Resources: Offer orientation and ongoing training for both mentors and mentees to build core skills like active listening, trust-building, and goal setting. Using leverage technology: Use mentoring software to streamline administrative tasks and track progress. There must be a supportive culture which can Encourage a culture of knowledge sharing and promote the program using testimonials to keep momentum high. Must evaluate and Iterate: Regularly collect feedback from participants to track progress and make necessary adjustments to the program (Beheshti, 2019). 

 The difference between a mentor and coach. 
	Coaching 
	Mentoring 
	Description 

	Paid
	Volunteer 
	[bookmark: _Int_vcjGyel7]A coach is paid for the work while the mentoring us usually voluntarily. A coach will also likely be an external influence while a mentor will usually be someone within your own company 

	Short term 
	Long term 
	mentoring relationships last a lot longer than coaching ones. When you are working with a voluntary mentor, especially one you work with who you share a lot of common ground, the relationship is going to be a lot different than the one produced in a coaching setting.



	Qualifications
	Experience 
	[bookmark: _Int_7QAvpdco]a coach is usually trained and qualified in their position and has specific credentials to coach individuals. However, a mentor will rely on their experiences both in life and their career to guide their mentee. 



	General advice 
	Specific personal experience. 
	A coach shares much more general advice that comes from their knowledge and training, as opposed to personal experience. Meanwhile, a mentor will share much more personal experience, and the mentee will use that to develop and learn from.



	Specific work development areas
	Career and personal development 
	They both focus on different areas a mentor focuses on developing career and personal development where as a coach focuses on specific work development areas. 

	Coach sets agenda 
	Mentee sets agenda 
	The coach sets the agenda of what to do where as when mentoring the mentee sets the agenda of what they want to achieve and by when. 



The similarities it’s between a mentor and a coach are that they both involve conversations about performance and unlocking potential. They also both rely on listening, questioning and feedback skills. They both need good understanding of people, the organisations and learning principles which are essential. Confidentiality and clear contracting are key, as is food supervisor and effective process. 














[bookmark: _Toc223542476][bookmark: _Toc225090004]Critically explore the knowledge, skills, attitudes, and behaviours needed by an effective workplace mentor. 
 A critical exploration of effective workplace mentoring therefore requires examining the knowledge base, skillset, attitudes, and behaviours that enable mentors to balance guidance with empowerment and support with challenge.
[bookmark: _Toc223542477][bookmark: _Toc225090005]Knowledge:
[bookmark: _Toc223542478][bookmark: _Toc225090006]Organisational and Professional Expertise:
mentoring often assumes that the mentor brings domain-specific experience. This includes Understanding organisational culture and informal power networks. They must have Awareness of career pathways and progression criteria and an Insight into industry standards and professional expectations. Without this knowledge, a mentor cannot offer realistic career guidance. However, over-identification with one’s own pathway can limit the mentee’s creativity. Effective mentors recognise that their journey is a route.
[bookmark: _Toc223542479][bookmark: _Toc225090007]Developmental Theory:
[bookmark: _Int_CxoUc0Mu]Effective mentors benefit from understanding the adult learning principles, Career development theory, and Psychosocial stages of professional identity formation. Two key mentoring functions are Career development (sponsorship, visibility, protection) and Psychosocial support (confidence, identity, belonging). 
[bookmark: _Toc223542480][bookmark: _Toc225090008]Diversity, Inclusion, and Power Dynamics:
Workplace mentoring often occurs across differences in age, gender, ethnicity, or seniority. Effective mentors must understand, Structural inequalities, Bias (conscious and unconscious) and Privilege and systemic barriers. 
[bookmark: _Toc223542481][bookmark: _Toc225090009]Skills : 
[bookmark: _Toc223542482][bookmark: _Toc225090010]Relationship Building:
Trust underpins mentoring effectiveness. This requires Rapport-building, Authentic communication and Emotional intelligence. Mentoring relationships are often longer-term than coaching engagements, making relational maintenance essential.
Strategic Guidance and Advice-Giving: 
mentoring involves around a lot of advice. However, effective mentors give advice as options, not prescriptions, they must Share experiences transparently, including failures and encourage critical thinking about suggestions. 

Active listening and empathy: 
Mentors must listen to understand and allowing them to grasp the mentees perspective, emotional state, and underlying challenges. 
[bookmark: _Toc223542483][bookmark: _Toc225090011]Developmental Feedback:
Effective mentors provide feedback about Professional strengths, Behavioural blind spots, and Readiness for advancement. Feedback must be both honest and psychologically safe. Overprotection can hinder growth; excessive criticism can damage confidence.
Goal setting and action planning: 
[bookmark: _Int_bAWjocJB][bookmark: _Int_lMvAsZGO]Identifying clear, achievable objectives or SMART goals to guide the relationship and measure success. 
Problem solving skills: 
Helping mentee breaking down problems and helping them to develop their own critical thinking abilities (Wilson,2026). 
[bookmark: _Toc223542484][bookmark: _Toc225090012]Attitudes:
[bookmark: _Toc223542485][bookmark: _Toc225090013]Generatively:
Mentoring reflects what developmental psychologists describe as generatively, a commitment to investing in the next generation. Without this intrinsic motivation, mentoring becomes transactional.
[bookmark: _Toc223542486][bookmark: _Toc225090014]Humility:
Effective mentors recognise that they do not have all the answers, younger professionals may bring fresh insights, and reverse mentoring can be valuable.
[bookmark: _Toc223542487][bookmark: _Toc225090015]Ethical Responsibility:
Mentors must manage confidentiality and avoid conflicts of interest, especially when they hold evaluative authority over the mentee.
[bookmark: _Toc223542488][bookmark: _Toc225090016]Behaviours: 
[bookmark: _Toc223542489][bookmark: _Toc225090017]Role Modelling
Mentors influence through example. Behaviours such as integrity, professionalism, and resilience become tacit lessons. Being a good role model will allow mentees to look up to the mentors. 
[bookmark: _Toc223542490][bookmark: _Toc225090018]Structured and Flexible Engagement:
Effective mentors must agree clear expectations and boundaries, schedule regular interactions and be able to review developmental progress. 
[bookmark: _Toc223542491][bookmark: _Toc225090019]Encouraging Stretch Opportunities:
Mentors often challenge mentees to pursue opportunities slightly beyond their comfort zone. Growth often occurs at these developmental edges.
Self-awareness and boundary management:
A good mentor is aware of their own biases and limitations. They manage the relationship dynamics by setting boundaries, expectations and roles. 



 












[bookmark: _Toc223542492][bookmark: _Toc225090020][bookmark: _Int_ZbxfWg43]Critically assess a model or process that should be followed when formally mentoring. 
[bookmark: _Int_igBd88IG]A mentoring journey is a structured and evolving developmental partnership, typically moving through five stages which are rapport building, direction setting, progress monitoring, winding down, and closing. It focuses on goal attainment, skill enhancement, and mutual professional growth, requiring commitment, empathy, and active engagement (Moreschini, 2023).  When doing a mentoring journey there needs to be SMART objectives considered, the goals must be specific, measurable, achievable relevant and time bound. This method ensures goals are clear, trackable, and realistic, helping individuals and mentee move away from unachievable goals to concrete, actionable, and successful outcomes (Chaffey, 2025). 
The SMART Objectives mean: 
[bookmark: _Int_MazhZBqK][bookmark: _Int_Ek4ZwodD]Specific: Objectives should be clearly defined and detailed, answering the who, what, and why.
[bookmark: _Int_h5VjPiri]Measurable: Include concrete criteria, such as dates of when they want to complete, to track progress and know when the goal is achieved
Achievable: Goals should be realistic and attainable given available resources and skills.
[bookmark: _Int_z1HYBPgx]Relevant: The objective must align with business strategies or personal goals.
Time-bound: A defined deadline or time limit is essential to ensure focus and urgency.
[bookmark: _Int_IvEsaivN][bookmark: _Int_mxdyNlJT]The mentoring process to follow is establishing rapport (initiation), direction setting using smart objectives, progress making (hitting targets) and then moving on (finalising). 
[bookmark: _Int_QfHHeuxp]When the mentee has hit certain targets, they should be ticked off along the journey, so they know that they are achieving so then they feel good and knowing that they are one step closer to the end mark. 
There are several types of mentoring which are one to one mentoring, group mentoring, team mentoring, peer mentoring etc. 
One to one mentoring is where one mentor and one mentee agree to a mentorship to help the mentee develop and achieve their goals. The mentor has more experience in an area that the mentee is interested in so they can plan a journey to achieve the goal (Cronin, 2020). 
Group mentoring involves one or more mentors guiding a small group of 3 to 10 mentees with shared goals, fostering community, knowledge transfer, and professional growth through structured, regular meetings. It offers a scalable, efficient alternative to one-on-one mentoring, enhancing networking, peer learning, and diverse perspectives in both workplace and educational settings (Browning, 2024). Team mentoring is also the same as group mentoring. 
Peer mentoring is a process where two people of similar ages, experience levels, or both work together to help each other grow. The relationship is less formal than a traditional mentoring relationship, yet structured so that it is mutually beneficial. Both parties should feel like they are getting something out of it (Dagli, 2022). 
In the salon, a work peer mentored a younger trainee so they could  learn how to do certain tasks such as blow drying and cutting etc, so they are able to achieve their  exams,   goals were  set on when needed to learn certain things on a timescale so they  could move on to the next stage of becoming a qualified hair dresser. 
[bookmark: _Int_QQAcRKTK]However,  a Saturday girl needed mentoring  on how to clean the salon, how to answer the phone and there were targets set  for them to work towards when shampooing etc. once they learn how to shampoo they then learn how to wash colours off, then they learn how to tone and once they have achieved that they learn how to blowdry.  Each stage will be ticked off along the way. 












[bookmark: _Toc223542493][bookmark: _Toc225090021]Conclusion 
[bookmark: _Int_r2qKLAhp]In conclusion, there were many differences between coaching and mentoring. Mentoring is better in a workplace setting for being more direct with giving advice and pushing the mentored person to meet their criteria on time where as the coach will just give them advice based in their qualifications and not what they have experienced before like a mentor would. A mentor will have a much better relationship with the person than a coach as they share similar life experiences with the individual. mentoring is a structured and purposeful developmental relationship that supports individuals in building the skills, knowledge, confidence, and professional identity needed to progress in their chosen direction. Effective workplace mentoring extends beyond simply teaching tasks; it involves fostering growth through guidance, encouragement, challenge, and role modelling. An effective mentor must combine professional knowledge with interpersonal skill. successful mentoring requires knowledge, structure, self-awareness, and ethical practice. When done effectively, it creates not only skilled employees but confident, capable professionals who are prepared for long-term growth and progression.
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