[image: ]Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace



Students Name: Nwakaego peace Elumese 
Students Number: 2114106
Module Name: coaching and mentoring skills for the workplace 
Module code: (BMSW6015_LON)
Module lecture name: Dr. Nishi Ramsurrun
 Due date: 








Table of Contents
Introduction​…………………………………………………………………………………………….3

Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace3
Purpose of Coaching in the Workplace……….…………………………………​3
Purpose of Mentoring in the Workplace​………………………………………………………4
Comparison and Contrast of Coaching and Mentoring in the Workplace………​4
Critical Analysis of the GROW Coaching Model……………………………….​5
Strengths…………………………………………………………………………​5
Reflection on Practical 1: Coaching and Goal Setting………………………….​7
Reflection on Practical 2: Mentoring and Feedback…………………………….​8
Conclusion………………………………………………………………………​9
Reference List​…………………………………………………………………………………………9


























Introduction
This report uses ideas, models, and skills from training modules for personal reflection on coaching and mentoring. The paper seeks to critically reflect on the experiences to develop an understanding of the two things and appreciate their professional relevance and effectiveness. Using Gibbs' Reflective Cycle, a widely popular organised structure of reflection, drives this reflective report's discussion of events, feelings, and future actions. This reflective characteristic of the report ensures that I can look at my learning trajectory through real assessments.
Mentoring and coaching are complementary professional development techniques. Coaching is a non-directive, goal-oriented process to improve performance and reach goals. Instead of giving solution suggestions, the coach listens, asks questions, and reflects to help the coaches find their own solutions (Parasol & Lee Shan, 2009). Mentoring is a more directive, long-term relationship where personal and professional development results through guidance, support, and advice based on experience (Cavan agh, 2006).
Mentoring is that with relation, and development, for coaching is short and goal setting. The coach shoos the client in finding his or her own solutions without imposing any judgments but gives their experiences and opinions (Stober & Grant, 2006). 
[bookmark: _Int_kMkuydTx]Effective Coaches Listen, Empathise and Patience Ask Questions. Non-judgmental action allows the coaches freely to explore options. GROW model is one of the most famous coaching models which indicates its process through goals, reality, options, and moving beyond.
[bookmark: _Toc184089699]Critical Evaluation of the Purpose of Coaching and Mentoring in the Workplace
[bookmark: _Toc184089700]Purpose of Coaching in the Workplace
[bookmark: _Int_wxFURUvK]Coaching in a corporate setting aims primarily at improving individual performance, developing skills specific to a person, and enhancing personal growth among employees. The main aim behind the coaching is allowing the employees to build capability over time in the specified area through focused and result-oriented support. It has been defined by Parasol and Wray (2000) as systematic facilitation of methodological development, whether cognitive, emotional, or behavioural. The coaching adopts a non-directive, coaches-reflected light concerning issues, with solutions identified by the coach, rather than direct advice (Grant, 2006). This individualised approach is meant to empower employees into ownership of their learning and development.
[bookmark: _Int_BcexHRpX]It has immediate effects on the improvement of performance, motivation gain, and enhancement in problem-solving skills. It is usually effective in situations requiring rapid, specific transformation and enables the employees to have a self-confidence approach to their hurdles (Snyder, 1995). The relationship that is built on trust and respect between the coach and coaches fosters accountability whereby the latter is encouraged to accept responsibility for their behaviour and decisions (Ives, 2008). In turn, it helps in transforming performance and thus contributes to enhancing the efficiency of the entire organisation through the culture of continuous improvement and accountability. 

Purpose of Mentoring in the Workplace
Mentoring is a professional and personal development experience that exceeds the usual coaching. Mentoring has the function of guiding people through their careers in terms of information, guidance, and emotional support. Mentoring also facilitates difficult career decisions, improving leadership, and finding a place in an organisation (Doer Wale, Schedule and Van Ypres n, 2017). Mentoring tends to build individuals, both in their professional and personal qualities, towards an ultimate end point of wealth and continuous success.
Mentors help their mentees face challenges and take professional action through the relay of their experiences (Sri Astana, 2015). Mentors can help mentees network and lead, which can translate into speedier movement in the career. Mentoring leads to improved job satisfaction, organisational commitment, and retention.
[bookmark: _Toc184089702]Comparison and Contrast of Coaching and Mentoring in the Workplace
Both coaching and mentoring improve output and progress, but they differ in aspects of scope and method. Coaching has a goal orientation, an emphasis on performance, and is short-term; while mentoring is relationship-centred, geared for development, and long-term. Coaching is far more organised, applying models like GROW and SMART, and has much more immediate outcomes from certain difficulties (Clutter-buck and Spence, 2017). Mentoring is much less organised and focuses on the growth of the mentees long-term, both in the personal and the professional aspects without near-term goals.
Coaching addresses employee engagement and performance shorter. Mentoring, on the other hand, develops long-termed potentials in leadership culture.

The 10 Essential Coaching Skills of Leadership Effectiveness
[bookmark: _Int_I1cuk8XF]Coaching is an art and is done with many specific skills, for inspiring, guiding, and empowering individuals to attain their full potential. Here, learn the 10 essential coaching skills every effective coach should master:
1. Listening – Active listening allows the coach to get closer to the dimensions of client needs, challenges, and goals.
2. Questioning – Stimulating the client with insightful questions leads him/her toward self-reflective insight and solutions and activates resources for growth.
3. Building Rapport – Establishing trust and a safe environment enables open communication and successful coaching.
4. Empathising – Understanding and relating to clients' feelings works with developing an emotional connection that supports their progress.
5. Summarising and Reflecting: It helps tie together the salient points, clarify points in understanding, and ensure that the coach and the client are heading the same way.
6. Unlocking Limiting Beliefs – Assisting clients to identify their mental barriers and sabotaging beliefs will trigger breakthrough thinking and enable them to be better than ever.
7. Client-Focused Attention: As much as possible, the coach tries to maintain a client-focused attention during coaching sessions.
8. Nonjudgmental and Open-Minded: A person with a nonjudgmental approach will be able to win trust and open honesty among clients.
9. Delivering Constructive Feedback – Giving advice without demoralising the clients helps them improve further.
10. Avoiding the Temptation to Tell: To prevent a bias to provide solutions, let the client find their own answers and they will become self-dependent.

Critical Analysis of the GROW Coaching Model
[bookmark: _Int_7WOdy4hy]The GROW model (Whit-more, 2009) is one of the most widely known and used models for coaching purposes. Its simplicity and flexibility have made it popular amongst coaches, showing how effective it can be in assisting clients in making cognitive and behavioural changes. The model consists of four stages: Goal, Reality, Options, and Will. It starts with setting a clear and specific goal that the coaches wish to achieve, then discusses the current reality or examines the obstacles and challenges faced, generating potential options to address such challenges, and finally, the coach commits to the necessary action with the coaches, establishing certain steps leading to the goal.
[bookmark: _Toc184089704]Strengths
The GROW model's structure is perhaps its most significant strength because it affords both clarity and direction. Goal clarity is encouraged while allowing coaches to focus on certain targeted outcomes. It is also adaptable according to various contexts and different coaching styles (van Niue wet urge, 2014). The model encourages empowerment by expecting the coaches to find his or her own solution. This increases ownership and motivation. Finally, use of active listening and open-ended questioning within the GROW model ensures that coaches reflect critically on their situation, deciding their resources and strengths while showing the obstacles they face, thus making coaching a collaborative endeavour.
[bookmark: _Toc184089705]Limitations:
GROW may have proven to be one of the most popular models for coaching, and at the same time, it also carries many advantages. However, GROW has some disadvantages, one of which is said to reduce coaching to just a simple pendulum swinging from one end of the behaviour through coaching all the way to the other end. It is said that GROW is great for short-term aims and performance development but does not touch on the psychological or emotional aspects of behaviour change (Whit-more, 2009). 
[bookmark: _Int_iaiEjLN1]However, the method is linear and organised, which doesn't necessarily suit many of the clients when the need arises, as things happen in an unpredictable environment that needs to be changed immediately rather than being taken through the GROW approach. In Downey's T-GROW approach, the topic is explicitly explained at the start to ensure that coach and coachers on the same page (van Niue wet birth, 2014). GROWTH is a model that is likely to produce long-term behavioural changes because it modifies habits and processes (van Niue wet birth, 2014). These are just some of the critical innovations which bring the argument to rest on the simplicity of GROW for complex behavioural changes.
Typically, change is perceived to be linear-from that to action-setting of goals, which is the greatest drawback. It requires resilience and recovery methods to counter setbacks and problems brought about by nonlinearity in transformation. New modifications such as the GROWS model (moving to health action) proactively elicit methods for overcoming hurdles and coping with setbacks. Therefore, health and leadership coaching will improve from these enhancements in behavioural adjustment (Schwarzer, 2008).
These disadvantages notwithstanding, the GROW model still excels in performance coaching, skill acquisition, or time management, where there is a well-defined, achievable goal to be stated and hit. A manager applying the GROW model could coach an employee on presentation skills or project management, and the model may have to be supplemented by other approaches for lasting and meaningful change for more profound emotional or cognitive problems (Norman, 2024). 
Reflection on Practical 1: Coaching and Goal Setting
In this section, I aim at being reflective about the coaching experiences, using Gibbs' Reflective Cycle, a model that is set in six stages and guides the reflection process in a systematic way. The stage of the model comprises six: Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan (Potter, 2015). The movement through the stages allows me to critically examine my experience, emotions, and effectiveness in applying an approach besides studio time identification areas for improvement. He would develop a clearer understanding of how to make his potential coaching and mentoring practice even better.
[bookmark: _Int_cpju1Wla]Description
In my first coaching session devoting Task 1, I coached on a work-life balance issue regarding childcare. The coaches had been very annoyed with working hours; the new job made them anxious. It was not balancing well with their responsibility for childcare. They opened their mouths and complained to their manager, and no changes had been made, even after promising. So, the process of goal setting included bringing out what really was the issue - work hours - and exploring the possible alternatives. The final aim was to help the coach clarify his goal of finding a way to adjust the work schedule for accommodating his childcare responsibilities better.
Feelings
I felt nervousness intertwined with concentration during the hour. The nerve wracked me mostly because this was my first session of coaching, and I wanted to make sure I would ask the right questions and guide the coaches effectively through the entire process. Nevertheless, I also felt focused on providing a structured yet flexible environment for the coaches to open up and explore the options available to them.
Evaluation
The discourse went smoothly on several aspects of the session, and it led on the original intent of work-life balance. My probing worked to reveal the situation. I asked my coaches, "Did you discuss with your manager from the start that you have children to take care of?" Such a query made him think like manager communication, and it cleared out the unfulfilled expectations problem as well. 
[bookmark: _Int_13GXVsRb]Some elements can be improved further, such as my failure to fully explore coaching emotions. It would be proper to clarify the coach's manager's non-involvement while concentrating on the work schedule. The scenario could have been explained in a better short format to keep both the coaches and me from digressing on goal setting.
[bookmark: _Int_KHg0C2NI]Analysis
The session turned out to be a good one because the entire goal setting processes were clearly defined, and the coach's questioning technique helped the coaches explore the situation. By asking reflective and clarifying questions, I supported the coaches to realise the primary cause of their frustration and confirm the most vital issue being the rigidity of their work schedule. 
Conclusion
This session has improved my coaching approach. While I realised that understanding coaches' emotional issues is as crucial as goal-setting practice, I also learned the importance of active listening and summarising for clarity and understanding.
Action Plan
To improve my coaching practice, I will:
1. A more balanced approach would incorporate practical questions in addition to emotional ones in the coaching process.
2. Build my skills in reflective listening, which will allow me to validate the coaches' feelings and experiences so that I may build trust and the environment necessary for the exploration of issues.
3. Incorporate clearer agreements as to goal summaries so the coaches understand better the next immediate steps and leaves the session with actionable plans.
4. To gather feedback from my coaches at the end of each session.

Reflection on Practical 2: Mentoring and Feedback
In this section again, I will reflect on my mentoring experiences using Gibbs' Reflective Cycle. Description
During the second mentoring session (Task 2), I devoted most of the time to giving feedback to the mentee, who is working to overcome dyslexia. We recapped our earlier discussion about dyslexia and moved forward to agree on a plan that included recommending books and websites, along with a YouTube video on all these aspects, to improve reading and writing. The feedback was designed to shovel the validations of her improvements and give sources for tackling her problems.
Feelings
I was quite nervous yet somewhat self-assured during the session, because I was not so sure whether or not the sprightly advice given within it would be applicable or merit any degree of success when taken and-heed to the whole body. But even worse, I could trust in myself that I would speak properly about practical advice. I embraced my mentee's input on improving my advice and to be sure really that I was offering suitable support; she seemed to love the recommendations and hence the hope of this session.
Evaluation
The session has several benefits. I'd create an environment where people desire to cut constructive remarks. Meaningful remarks that matched the materials would empower. The mentee should feel more equipped to handle her issues with clear feedback.
The case shows little development, suggesting dyslexia should have been addressed more thoroughly. I provided fantastic tools, but I didn't think how she would use them or handle her dyslexia. No open-ended questions were offered to let her reflect on her development since our last session. This would have clarified remarks and deepened activities.
[bookmark: _Int_STXAGnZK]Analysis
Organised, actionable comments were appreciated by the mentee; thus, the session worked. The atmosphere was collaborative-the mentor laid down clear resources and expected feedback from the mentee. I had issues as I didn't want to probe much into the experience of her dyslexia. Those little deep questions brought out semantics that left comments less to the stage. The mentee has limited time focusing on her limitations and achievements.
Conclusion

[bookmark: _Int_RROpMkD9]To sum-up, this report covered the essential principles about coaching and mentoring and laying open along the differences between the two activities. Also, it mentioned the models believed to guide practice in such activities. Critical analysis was laid upon the GROW model, with one added flexibility to be considered important. 
Active listening, empathy, and open-ended questions were key to improving interaction practices in my coaching and mentoring experiences. My experiential learning has broadened my knowledge that coaching and mentoring improve individual performance, personal growth, and organisational success.Reflections from the above experiences will inform future practices, but they may also push me toward being somewhat reflective and holistic in coaching and mentoring, as I see the need for a balance between practical guidance and emotional support and making sure feedback is action-oriented and empowers. Coaching and mentoring will continue to help me develop professionally, improve important connections, and help others succeed.
To sum-up, this particular report covered the essential principles regarding coaching and mentoring and laying open along the differences between the two activities. Also, it mentioned the models believed to guide practice in such activities. Critical analysis was laid upon the GROW model as a whole, with one added flexibility to be considered important. 
Active listening, empathy, and open-ended questions were key to improving interaction practices in my coaching and mentoring experiences. My experiential learning has broadened my knowledge that coaching and mentoring improve individual performance, personal growth, and organisational success.Reflections from the above experiences will inform future practices, but they may also push me toward being somewhat reflective and holistic in coaching and mentoring, as I see the need for a balance between practical guidance and emotional support and making sure feedback is action-oriented and empowers. Coaching and mentoring will continue to help me develop professionally, improve important connections, and help others succeed.
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