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Executive Summary 

This essay summarizes the advantages of coaching and mentoring at educational institutions. The two 

primary theories applied to the coaching and mentoring situation are the Gibbs model and the Grow 

model. These approaches are immensely helpful for coaching and mentoring since both focus on 

enhancing the potential of the coaches or clients. The best customers, coaches, and mentors could be 

developed through a series of meetings, rapport-building activities, and suitable questioning and response 

techniques.  

 

1. Introduction  

This study's objective is to examine  and comprehend the coaching and mentoring process at 

educational institutions in order to provide a more or less solid foundation for these practices.  

By assisting protégés in developing employable abilities and adjusting to new tasks or 

responsibilities, coaching, and mentoring frequently serve the dual purposes of professional 

development and personal support in the educational field.  

Students, recently graduated or more seasoned teachers, and staff members of educational 

institutions may be the primary recipients of coaching and mentoring, claim (Van Tiem et al. and 

Whitworth et al.) 

  
knowing how coaching and mentoring support educators' well-being in diverse settings and circumstances 

will help one comprehend the myriad contextualized factors that foster flourishing in educational 

institutions. To gain a deeper comprehension of the possible benefits, challenges, and implications of 

coaching and mentoring as forms of assistance for the welfare of educators (Van Tiem et al., 2001). 

 

Because coaching focuses on assisting a person in fulfilling specific professional commitments, it is 

typically more task oriented. A mentee's talents and skills can be improved as part of a difficult emotional 

cycle by using coaching approaches, according to Van Tiem (2007). The position of the mentor, who is 

typically a more experienced professional, is more diversified. Also, Talbot (2009) carried out a case 

study on learner-centered supervision and found that coaching and learning were more effective 

in a setting that encouraged inquiry to produce novel ideas. 

1.1  Coaching and Mentoring  Evaluations  

Students who get coaching are able to use what they have learned and succeed in difficult, independent 

performances. For example, Lord et al. (2008) state that coaching is an enabling process that aims to 

improve performance in a specific area of the practice by increasing learning and growth.  

As per Daloz (1986), mentoring is an essential developmental activity that can aid in the professional and 



 

personal growth of both the mentor and the person being mentored.  

Coaching helps students put what they have learned into practice so they can succeed in demanding and 

independent performances. For example, Lord et al. (2008) state that coaching is an enabling process that 

aims to improve performance in a specific area of the practice by increasing learning and growth.  

 

2. Analysis of Top Ten Effective Coaching Skills  

• Establishing rapport  

 

Establishing trust and safety—two things that are essential for excellent communication—begins with 

developing a solid rapport.  

As a coach, you foster a friendly atmosphere that invites candid and open communication from your 

clients, to break down boundaries and create a deeper connection.  

 

• Effective listening Exercises  

 

Effective listening is more than just hearing what is being said; it also entails interacting with and 

analyzing the client's tone, language, and feelings.  

 

• Asking Relevant Questions  

 

The ability to ask engaging, challenging questions is necessary to open up the coaching conversation to 

deeper introspection and discovery. 

 

• Establishing Goals and Upholding Responsibility  

Setting goals is a dynamic talent that entails collaborating with clients to establish specific, achievable, 

and inspiring goals.  

 

Interactions That Are Non-Directive and Non-Judgmental  

 

In order to genuinely empower your clients, you must take a nonjudgmental and nondirective stance.  

Facilitating conversations in a manner that lets clients explore their ideas and solutions without worrying 



 

about judgment is what this entails. It is your responsibility to lead the discussion with curiosity rather 

than with counsel.  

 

• Thinking Back and combining  

 

Techniques like reflecting and summarizing aid consumers in processing their ideas and guaranteeing 

understanding.  

 

• Recognizing and Interpreting Body Language  

 

An important source of information about a client's feelings and attitudes is body language.  

Gaining the capacity to read and decipher these nonverbal clues will help you as a coach better 

comprehend the client's suppressed emotions and provide a more comprehensive picture of their 

emotional condition.  

 

• Controlling Proper Distractions and Refocusing Attention 

 

 

Maintaining a productive session may require knowing when to politely interrupt or reroute a topic.  

 

• Organizing and Deciding on the Next Actions 

 

Helping clients plan their next steps and develop a commitment to their actions are essential components 

of effective coaching. This method necessitates having a clear knowledge of the objectives mentioned and 

creating a tangible action plan.  

 

Time Management and Session Closure  

To maintain focus and demonstrate regard for the coach's and client's time, effective time management is 

crucial.  

 

Rewriting key themes, emphasizing achievements, and setting objectives for the next session are all 

necessary for an effective session conclusion.  

 



 

2.2  GROW Model  

Many approaches and concepts have also been developed about the role of coaching in fostering personal 

growth. Although the necessary steps for coaching to be effective are theoretically clear, little research 

has been done on the topic (Theeboom et al. 2014). Most firms employ the GROW model, a tried-and-

true performance coaching method, whenever they have performance issues (Mukherjee, 2014).  

She asserts that the Inner Game theory, which serves as the foundation for the ideas of the GROW model, 

was developed by Timothy Galloway, who was unhappy with the limitations of conventional sports 

coaching methods (Mukherjee, 2014). 

 

 Galloway maintained that merely highlighting a player's flaws and drawing their attention to them does 

not result in the desired effects or long-lasting transformation because people do not retain instructions or 

advise for exceedingly long (Parsloe and Leedham, 2016). 

According to Galloway's findings, a coach must assist the coachee in reducing internal performance 

constraints. As a result, a natural ability to perform without the coach's help will be developed 

(Mukherjee, 2014). The managers' performance started to improve because they helped the students 

follow directions so they could better use their internal resources in their role as coaches. With his 

newfound knowledge, he concluded that education is about learning how to learn and creating new ways 

of thinking.  

Whitmore (1992) described coaching as the practice of getting the most out of a person. What Gallaway 

thinks is what the performance is. The GROW coaching methodology is structured as follows: Grow, 

Reality, Option, Way Forward. Whitmore (2009) asserts that the GROW model's purposeful approach 

aids in problem-solving and goal-achieving.  

Throughout the model's four phases, the coach must have the coach’s attention. to assist individuals in 

growing and realizing their potential. A single question or a sequence of questions was used to symbolize 

each of the four unique stages. For goal setting, problem-solving, and maintaining individual success, and 

efficiency, it is the perfect model (Leedham & Parsloe, 2016).  

Before both parties work toward their goals, the coach and coachee must first decide on the coaching's 

objectives. This is because knowing the aim is essential. Whitmore (2009) claims that establishing 

objectives before delving into reality aids in goal development. 

 

Additionally, the objectives need to be SMART: Specific, Measurable, Timely, Achievable, and Realistic 

(Bianco-Mathis et al. 2002). Whether or not the goals align with the broader objectives is the first 



 

question to be answered when creating them. The table below summarizes the advantages and 

disadvantages of coaching and mentoring. 

 

3. Reflect on Coaching   

Schön (1983) states that coaches must understand and use ever-more advanced skills and 

information as the coaching process evolves swiftly and becomes more thorough. The traditional 

approach to "teaching" participants technical and tactical skills is being replaced by one that 

integrates them into the learning process in order to help each individual grow as a performer and 

a person. This approach expects coaches to become more knowledgeable and self-directed in their 

quest for skill growth and self-improvement. This is linked to a change in coach education toward 

self-directed learning, which pushes coaches to study independently and solve problems on their 

own.  

In the following paragraphs, I will use Gibbs' (1988) reflective guidelines to reflect on my 

coaching and mentoring sessions. I am encouraged to consider each stage of the event or activity 

in my session methodically. The six-stage cycle described by Gibbs (1988) was expanded to 

include actions, conclusions, analysis, feelings, evaluation, and description. 

 

Advantages 

 

Disadvantages 

 

Already a trusted relationship 

 

Not objective, neutral 

 

Understands the politics and culture within the 

business 

 

The reporting line assumes responsibility for actions 

 

Available for support Might prefer it to be done a particular way 

 

Developing the ‘team’s resource’ 

 

Might not have the experience to mentor 

 

Nurturing loyalty to the 

business 

 

Power dynamics might limit creativity in resolve 

issues 

 



 

 The goal of Gibbs' reflective model (1988) is to help practitioners think about and react to their typical 

thought patterns in order to obtain insight into their own practices and selves. It is straightforward and 

promotes outlining the circumstances in detail as well as analyzing emotions. Also, it evaluates the 

experience, tries to make sense of it, and then looks at what ought to be done in that circumstance. 

The Gibbs Reflective Cycle's tenets can result in improved professional efficacy, richer personal 

development, and a durable foundation for lifetime learning. To reach their maximum potential and 

provide more intelligent and considerate results in their professions, people and organizations can develop 

reflective practices utilizing structured models. 

Description,  

As part of my class evaluation, I will report on a coaching and mentoring session that I led for the first 

time. The purpose of my coaching, the activities that occurred during my session, and the mentee will all 

be covered. During my session, I was courteous and respectful. As a coach, my primary objective was to 

provide a clear, succinct session that was both enjoyable and beneficial to the mentee. There were 

minimal standards for both experience and talent, as previously stated. 

 I was focusing more on my skills because this was my first time coaching. The purpose of the session 

was for the Lecture of the lessons to assess my abilities. The mentee was completely focused on the 

questions I asked. I set up a follow-up meeting and requested input from the mentee.  

Feeling:  

 

I was so at ease but at the same felt a bit doubtful, but  I was able to maintain total control and the flow of 

the session. After considering my own experience during this session, I concluded that the drills were 

ideal for developing my communication skills. I listened to the mentee. With an open mind and 

encouraged the mentee to share her concerns with her management team.  

Evaluation: I can see experience "objectively" from a distance thanks to these coaching and mentoring 

sessions.  

It made it easier for me to identify the areas in which I need to develop my talents. Maintaining balance 

between activities and personal goals obstacles, alternative thinking, and redefining issues are all 

components of creative problem solutions. Getting in shape is the first step to reaching my full potential. 

Gaining self-confidence from exploring my potential will help me confront my worries.  

SWOT Analysis  



 

Consider my coaching and mentoring sessions in class. Strength: Throughout the meetings, I felt at ease 

with myself. Weakness: I was doubtful about my capabilities.  

Opportunity: these interaction sessions  is an opportunity to improve my academic performance and 

develop my leadership skills. Threat confidentiality is the biggest, in my personal view.  

3.3  Reflect on Mentoring 

Communicating with my mentee, the main topic was the discussion from our coaching session on how 

dropping kids off at school causes her to arrive at work late. I made an action plan, showed it to my 

mentee, and we spoke about its benefits and drawbacks before deciding to put it into action and setting up 

a follow-up meeting to get input. Additionally, I asked for input on the day of the mentorship session. 

Upon introspection, 

 

 I have discovered that it is essential to put aside my problems and feelings before I can effectively 

support and guide someone in a passive manner. This, on the other hand, can be extremely difficult to 

accomplish in a demanding and difficult environment. I have concluded that it is not always feasible to 

enclose all of the responses, being able to consign on with approval (Boreen, Niday, Johnson 2003), 

 

Evaluating this work, a mentor, in the words of Boreen et al. (2000), is someone who dares to manage 

difficulties and who may subtly assign concerns and practices.  

The right mentor is crucial to a successful working relationship because it facilitates communication 

between the mentor and the mentee.  

 

With the action plan I created for my mentee, the issue of convenient time management could be resolved 

by dropping the kids off on time and arriving to work on time.  

Mentors must have the emotional and cognitive capacity to dedicate time and energy to constructively 

helping others (Shea 1995).  

 

The mentor needs the organization's assistance in the form of training, networking, and peer mentoring 

(Boreen, Niday, & Johnson, 2003).  

Conway (1997) distinguishes between coaching and mentoring in enterprises. His definition of "coaching 

is a more directive and job-focused approach." But according to him, mentoring is a "non-directive 

relationship and more broadly focused.  



 

The mentor takes a broader perspective on the individual and the organization. When he claims that 

coaching is "directly related to performance issues," he is echoing Conway's (1997) views on coaching 

and mentoring. For example, "improving the performance of somebody who is already competent rather 

than establishing competence in the first place" is the definition of coaching (Torrington, Hall, Taylor 

2008, p. 432).  

 

Plan of action  

Being a better manager of a business is my plan of action aim in mind. My list of personal abilities that I 

wish to improve upon is as follows. Reframing problems, developing intellectual skills, and innovative 

problem-solving. promoting constructive dialogue (empathy, listening, and treatment) increasing worker 

productivity, and inspiring Efficient allocation of tasks and collective decision-making.  

4. Conclusion 

Relationships involving mentoring and coaching heavily rely on models and beliefs. To sum up, the 

examination of coaching and mentoring theories and models aims to draw attention to all the relevant 

concepts and ideas that underpin coaching and mentoring scenarios. The information from the Grow and 

Gibbs models, which form the basis of this inquiry, is one of the main subjects. Given that this study is 

grounded in the learning theory, the information gleaned from the theory is essential to the inquiry.  

Teachers and students who receive coaching will have more knowledge and abilities to manage this 

procedure with better results and fewer mistakes (Van Tiem 2001). Murray's (2006) work could be 

instrumental in suggesting structures and other important variables that you might examine, such as the 

duties of coordinators, a thorough orientation, and continuous assistance.These two strategies for personal 

development can be used to improve people through self-initiative and organizational opportunity (Van 

Tiem et al., 2001). Efficient implementation and assessment of either of these interventions is "where the 

rubber meets the road" in terms of producing the intended results. 

 Overall, the results of this study have provided evidence in favor of the research question, which states 

that the following are the advantages and effects experienced by the staff members who participated in the 

coaching program as part of their professional development: increased efficacy and the capacity to 

perform more efficiently rather than more laboriously; increased self-awareness and career advancement; 

creating methods to constructively confront harmful behaviors, such as negativity and limiting beliefs; 

Improved vitality and contentment at work Enhanced ability to solve issues. Selecting enthusiastic 

receptive coworkers who can build trustworthy relationships is crucial when it comes to finding qualified 

trainers. 
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