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Introduction 

What would the world be like if we didn’t have Coaching and Mentoring? One would suggest that there would be a lot of stressful people in the workplace, or even people that would be imprisoned by their own desires, ambitions and goals with no structured way of defining their goals or how to achieve them. Coachee and Mentees will discover that building rapport, establishing objectives, actively listening, and giving feedback are all essential components of coaching and mentoring.
According to Andrea Ellinger who wrote a book called “Coaching & Mentoring 1” Coaching is a people-centred approach that may enhance culture and performance. It can be a focus on people’s growth and development, which can directly enhance performance at the individual and organisational levels. (Ellinger, 2014)
This report is to critically evaluate Coaching and Mentoring, the purpose of this report is objectively assessing the goals of Coaching and Mentoring within a company and examining the abilities, dispositions, values, and beliefs of a successful Coach or Mentor. By implementing the Grow Model and Smart goal techniques, to exercise active listening skills and building rapport. (peer to peer practice)
There are three main goal setting approaches called Smart, which stands for, Specific, Measurable, Achievable, Realistic, and Time-bounded, MMM, which is Measurable, Manageable, Motivational, and Raw which is Realistic, Achievable, Worthwhile. The Johari Window and Swot analysis is also included in this report to establish the strengths of the pratical one and two, the Gibbs Reflective Cycle is also included in this report. 
Coaching and Mentoring have many different advantages and disadvantages which is included in this report, the feedback from practical one and a brief discussion on practical two are included in this report.
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Coaching and Mentoring are acknowledged as essential resources for employee growth and the success of the organizations. Although both methods focus on improve individual and team effectiveness, objectives, and techniques. A thorough assessment of their roles in the workplace involves looking into their advantages, drawbacks, and organizational development. (Whitmore, 2010)
The key purposes of both methods are skill development, for example communication and leadership. Improve performance and overcome barriers. Problem solving and personal feedback with measurable results.
Even though coaching has short time focus and dependence on the coach’s skill there is many purposes for coaching and mentoring in the workplace.
Mentoring key points are development, support and transfer expertise to help the less experienced. Coaching focuses on enhancing immediate performance and developing skills whereas mentoring fosters long-term career advancement and the transfer of knowledge. (Neupane, 2015)
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Sir John Whitmore created the framework called the Grow Model in the 1980s, the framework offered an organised approach to personal and professional growth, helping individuals through four important stages for example:
1. Goal: outlining what the person hopes to accomplish.
2. Reality: evaluating the existing circumstances and challenges.
3. Options: Looking at possible approaches and strategies.
4. Will: Making plans and commitments to certain tasks and responsibilities.
Whitmore is renowned across the world for his contributions to coaching, leadership development, performance enhancement, and human advancement. Over a million copies of his groundbreaking book called Coaching for Performance have been sold, and it has been translated into more than 20 languages, 
the book presented the importance of Grow Model, which Whitmore and his colleagues developed in the 1980s, and has now been an essential component of coaching. (Whitmore, 2010) Although the Grow Model works well in a variety of coaching situations, below is a brief examination which identifies both the advantages and disadvantages of the Model. 
Advantages
The goal-oriented structure
The model’s concentration on goal setting and action planning makes it effective in corporate organisations where performance improvement is the priority.
Self-reflection & encouragement
The Grow model encourages individuals to evaluate their situations and find solutions on their own, the model promotes self-awareness and accountability and can even help develop critical thinking and decision-making abilities. The organized approach allows people to recognize their advancements, enhancing both their confidence and drive. Reaching small goals throughout the journey strengthens their feeling of success.
The models flexibilities
The Model can be utilized in multiple contexts, such as business, education, and personal development. The Model doesn’t require extensive psychological knowledge, this makes it accessible to leaders, mentors and managers. The model is also easy to use and understand it provides a simple structure which one would find straightforward.

The disadvantages
The model mainly emphasizes objectives and actions, potentially neglecting the emotional or psychological hurdles. If the coachee is facing personal or emotional struggles, the Grow model may lack the necessary depth to effectively tackle these concerns
The Grow model, has its clear four-step framework, might reduce intricate problems to a level that overlooks the need for more thorough investigation. Certain objectives or obstacles could be too intricate or layered for the straightforward model's format to tackle adequately.
The model’s framework and the emphasis on accountability can put significant pressure on the coachee, particularly when they find it challenging to pinpoint solutions or advance in their journey. (The Agile Thinkers, 2023)
Below is a discussion on my reflection and feedback of practical one.







[image: ]Reflection on practical 
The first assessment conducted was straight forward I participated as being the coach using open questions to start the session. The Coachee looked very pleasant and seemed a bit nervous at first, however by using open question encouraged the coachee to respond and be able to converse to get to the root of issues. The first point was that the coachee has two jobs and would like to become a supervisor, the main reason for wanting this position was to treat people fairly and better than what was presented in the past. And to add that the position would bring a sort of high achievement for the coachee. The more questions asked seemed to make the coachee think more about the job roll. To obtain this position the coachee would have to find out if there are any post at the current workplace and if the hours and wage are suitable.
To obtain this roll the coachee has stated that one of the jobs that the coachee is currently working at would have to be terminated to fully flourish in the new roll. The roll of a supervisor has more responsibility and structure, to be able to take this roll would require training, however during the session more open questions were asked for example:
· What could hinder you from applying for this position?
· What have you done so far to obtain this position?
· How would this position make you feel?
By asking these questions I noticed that the coachee started to feel at ease and continued to explain various things that could hinder the process of obtaining the job role. During the session I asked to make a to do list, parts of the list involved getting more information about the job role and to enquire about training. The coachee felt confident enough to complete this task and to bring back information and felt pleased to have attended the session.


Feedback on practical one
The feedback suggests that I effectively guide the coachee to reflect on their current skills, challenges and experiences. The open question i used helped the coachee explore their strengths and areas for improvement and development. 
The results also suggested that my areas for improvement are to dig deeper into barriers, for example, what specific challenges might hold them back from stepping into a supervisory role? however I did ask, what could hinder you from applying for the position? 
In response the coachee explained that they have two jobs and there is some sort of friction between the manager and that the coachee doesn't get on with the manager, I then asked if the coachee has tried to have conversations with the manager and it may be due to the coachee not having any form of communication with this manager hence why there may be some sort of confusion, however I do agree that more question should have been asked to get more into the hurdle the coachee maybe be still facing with this particular manager. 
The intentions are to make the reflections more concrete which was suggested within the feedback. It was suggested that my approach and structure allowed a deep reflection, I also created clarity in good settings and action planning, the feedback also suggest that my active listening and insightful questions helped with making meaningful discussions. 
My transferable skills for life and professional practice were very calm confident and clear communication. I can strongly agree with the feedback considering it was my first time, the things I would do differently would be to ask more questions on what would hinder a person from stepping into any role and whatever reason is given to ask more question on the subject for the coachee to think more about the issue and feel more freely to express their emotions towards the situation. Below is a brief description of The Gibbs Reflective Cycle.








The Gibbs model was created by Graham Gibbs in 1988, the Gibbs cycle of reflection serves as a powerful tool for individuals seeking to gain insights from their experiences. (Gibbs, 1988) This framework is structured around six distinct stages which are: description, feelings, evaluation, analysis, conclusion, and action plan. 
The model is widely utilized across various field, the Gibbs model fosters both professional and personal growth, enabling individuals to enhance their development through reflective practice. Below is brief description of the Gibbs model based on my experience in coaching.
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By using the Gibbs cycle I learned that there are opportunities for growth, you could be in any situation and get the support one would need to achieve goals. I enjoyed participating in the role of the Coach more than the Coachee, the Coach role has a caring but direct nature, which I found an easy transition. Below is a reflective description of practical two.   [image: ]

Practical 2
The second assessment conducted I participated as the mentee which was a lot different from being the coach. The session went well, and I felt comfortable to express my thoughts on finding more information about the job role instead of overthinking, which made it clearer that some of my fears were only temporary emotions. It was clear that by asking open questions increased the size of the open area, the mentor asked: 
If I get the job role, how would it make me feel? and how I think my manager would treat me, this helped me reflect on being in a higher position and the type of respect I would achieve. By looking at the training and what it would take to gain the role, made it clear that I have what it takes, the most common roadblocks that can stop a human being from progressing are:
Over thinking, fear of success, fear of failer, indecision, procrastination, lack of consistency, the unwillingness to grow, unwillingness to learn, your environment, things you consume, and self-doubt. However, I have experienced mentoring in 2020 after the pandemic, I was able to help with advising a young lady on a personal matter which continued for over a year, the young lady could contact me at any time with results from a task or any unfamiliar issues faced, I could also express my personal experiences and long term guidance, the main things I notice more about my mentoring experience is that the mentee’s understanding was more clear the mentee showed growth within the twelve months and was excited with the end result. 
I would also keep track of the mentee after the twelve months to see if everything is in order and the mentee still uses the list and steps, we both set as a guide to continue,
Below is a brief description of the Johari Window.
The Johari Window was developed in 1955 by Joseph Luft and Harrington Ingham, The Johari Window serves as an invaluable resource for personal growth and effective communication, significantly enhancing the dynamics of a mentoring relationship. The model is crafted to boost self-awareness and foster better connections between individuals. The Johari Window has four quadrants which are;
· Open Area: what is known by the individual and others.
· Blind Area: what is unknown to the individual but known to others
· Hidden Area: what is known by the individual but private to others
· Unknown Area: what is unknown to the individual and others
The Johari Window encourages open communication, constructive feedback to uncover blind spots. The model builds assurance and trust to reveal hidden areas and to seek unknown areas. (Tran, 2018). In my experience the Johari helps with self-awareness and helps with identifying your personal or professional growth, mentees gain the ability to tackle challenges on their own with greater confidence. Below is my Swot Analysis based on my experience as a Coach and a Mentee.
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The Swot Analysis suggest that my time keeping, and sensitivity needs more attention, however my opportunities look promising, by undergoing more training I feel I would have more confidence to continue. below is a brief description of coaching and mentoring with the advantages and disadvantages of coaching and mentoring.
[image: ]
Mentoring is a dynamic, relationship-driven process in which an individual known as the mentor provides guidance and support to someone less experienced, referred to as the mentee, this partnership fosters personal and professional development, as the mentor imparts valuable insights, shares their journey, and assists the mentee in charting their course through both career and life challenges. research has shown that mentor and mentees are long-term and relationship-oriented processes, for example;
· provide guidance 
· Directive based
· Support
· Imparts knowledge
· Unstructured meetings
· Shares insights from personal experiences
· Assists in navigating careers or journey
· Focus on overall development
· Mentor is experienced
[bookmark: _Int_kkhGaTF5]Mentoring was designed to be more informal and not as structured as coaching. Coaching is more structured, a systematic and purpose-driven approach in which a coach can guide the individual, known as the coachee, by enhancing skills or reach defined goals. This process is generally more formal, by concentrating on performance and tangible results. The timeframe is usually brief and concentrating on reaching specific objectives within a clear established period. The focus of coaching are as follows.
· Relationships are short term
· Gives time to reflect
· Structuring meeting
· Creating measurable goals

[image: ]According to the research coaches often pose questions designed to guide the coachee toward discovering their answers, instead of simply providing direct advice. The focus is on unlocking potential and enhancing performance, below is a brief description of the advantages and disadvantages of Coaching and Mentoring.
Mentoring advantages & disadvantages 
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Coaching advantages & disadvantages
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[bookmark: _Int_Q5JvyDvo]Mentoring emphasizes ongoing growth and support over time, whereas coaching focuses on enhancing specific skills and reaching defined objectives with set time frames. The decision between the two hinges on whether a person is looking for expansive life insights or targeted assistance to accomplish particular goals.











Conclusion 
Coaching and Mentoring have a big impact on individuals and organisations, the structure and unstructured ways of coping with life and its different pattern, Mentoring places more of an emphasis on long-term direction, fostering relationships, and personal development than coaching on setting precise goals, improving performance, and developing skills. Both strategies play a major role in fostering a productive and encouraging work atmosphere. building rapport and active listening skills are very important in coaching and mentoring. The experience of using open and leading questions helped guide practical one and two, the experience give some sort of achievement, for example the same questions used can be useful for my future, maybe try accessing more training and develop further. The Grow model can be used in many different situations, it can even help with family matters as well as the workplace, The model’s concentration on goal setting, action planning and finding out what the root of the problem is. The Gibbs cycle and Swot analysis are included in this report to reflect on practical one and two, and a brief description of the Johari window which is used to boost self-awareness and foster better connections between individuals. A reflection on coaching & mentoring and the advantages and disadvantages are also included in this report. 
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The advantages of Coaching The disadvantages of Coaching

Coaching is based on defined objectives and The nature of coaching is often centered around specific
achievements, coaching is centred around clear tasks, this can potentially miss the profound personal
objectives, emphasizing measurable results and targeted relationships that mentoring fosters. .

skill development.

the coaching journey follows a well-defined structure, Coaching typically emphasizes immediate results, which
which allows the coachee to easily navigate and monitor  could mean it might not offer the sustained guidance that
their advancement. In my opinion it was more result mentoring can deliver over time.While playing the role of
driven, coaches collaborate with individuals to refine the coachee, | found that the pro and cons list needed
particular skills or address specific challenges, ensuring more time to reflect on, and most of the list wasn't in the
a strong focus on enhancing performance. timeframe, however by obtaining more information about

the supervisory role was encouraging.
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Advantages of Mentoring

Mentors offer guidance on a wider range of
personal and professional matter, fostering the
mentee's developments across different facts of
life. The mentor role provides invaluable long-
term perspectives and career advice, enabling the
mentee to grasp the broader landscape of their
professional journey.

advantages of Mentoring

Mentoring can occasionally lack the necessary
focus and structure. According to research this
process makes it more challenging for mentees to
reach their goals. If this is not handled with care,
the mentee could develop an excessive reliance on
the mentor. (Bluckert, 2005)

Through experience-based learning mentors
frequently share their own stories, offering
insights that are crucial for the mentee’s
development and comprehension of the
complexities of the real world, however while
participating in the coaching role, | found it a bit
difficult not to speak about my own personal
experience, and remembering to only ask
question in order to make the coachee think more
deeper about issues they may face.

The inconsistent availability, according to the
research mentors may not be available, which can
disrupt the continuity of the relationship. while
experiencing the coaching role | realised that the
coachee is limited on contact, what if the coachee
receive more information or discovered something
else? The coachee will have to wait for the next
appointment.
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ACTION PLAN
To concentrate on leading
and open questions, and to
focus on outcomes of the

question to help understand

CONCLUSION

Improve on my open questions,
and ask deeper rooted questions
to help the coachee think and
converse more effectively.

ANALYSIS

A coach is limited compared to

a Mentor, however a coach
can support with tasks, targets
and goals setting.

he Gibbs
Reflective
Cycle

DASCRIPTION
Playing the role of a Coach
and a Coachee, while
setting tasks and questions
for two praticals.

FEELINGS
It felt good to participate and
learn new ways of deeper
question to get to deeper
isusses.

-

EVALUATION
Both sessions was based on one
person, even though there was a
switch in job role, the practicals
was based on one person.
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“We must see people in
\ terms of their future
)/ potential, not their past
performance”

Sir John Whitmore




