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[bookmark: _Toc456901515][bookmark: _Toc134357699]Introduction
Effective methods for developing employees include coaching and mentoring practices. Both have gained in popularity and many organisations are currently utilising them to improve employee’s performance in relation to specific objectives and skills. Coaching is used in a wide variety of roles and professions from managers who coach their employees to life coaches who give guidance to their clients. 
[bookmark: _Hlk134355738]Whilst Coaching and Mentoring are two distinct types of developmental relationships, they both serve different purposes. Section1 one will discuss the similarities and differences within coaching and mentoring in an organizational environment namely “COTY” a global beauty brand chain that operates in several locations including beauty stores, cruise ships, airports, and pop-up shops. Whilst they are key similarities between both, there are significant differences that set them apart and why both are crucial within each and the relevance of both being effective in developing Brand Ambassadors.
For a beauty Brand to be successful it requires a variety of Knowledge, skills, and attitudes. Section Two will explore interpersonal and intrapersonal knowledge, skills, behaviours, and attitudes necessary in coaching strategies to assist others in developing their abilities within an effective workplace. Whilst some may be positive attributes, there are darker sides to each which will be explored.
Various Coaching Models are used within organisations, section 3 will aim to explore the relationship between coaching and coachee whilst assessing a slightly older but frequently used model, such as the GROW model, and a newer model the CLEAR model which has emerged over the last couple of years and aim to make a critical judgment on how they are both used with ‘COTY’ and discuss their strengths and weaknesses.






[bookmark: _Int_78Jrdt08][bookmark: _Toc134357700]1. Explain the similarities and differences of coaching and mentoring within an organisational context.

1.1 [bookmark: _Toc134357701]Purpose of Coaching and Mentoring

Coaching and mentoring are two forms of professional development that can be utilised within a beauty brand to help individuals grow and advance in their careers. Whilst coaching and mentoring are both valuable forms of professional development, there may be disagreements over which approach is best suited for a particular individual or situation.( CIPD, 2021) According to a Central Statistics Office, (2022) report incites that coaching and mentoring programs go hand in hand  with 94% of coachees’ fulfil their goals when coaching abilities go above and beyond expectations.(CSO,2022) Whilst there are key similarities between the two, there are also significant differences that set them apart. 

[bookmark: _Toc134357702]1.2. Similarities   
      
[bookmark: _Toc134357703]1.2.1 Goal-orientated. 
[bookmark: _Int_9aYD9jGu]Being goal orientated is a critical aspect of both coaching and mentoring. Both coaches and mentors work with individuals to help them achieve specific goals and objectives by assisting individuals to identify their goals and develop strategies to achieve them. This shared goal-orientated approach is similar in both coaching and mentoring. (Megginson & Clutterbuck, 2010)
 For Instance within ‘Coty’, it’s important that the coach works with the coachee  to identify their goals and develop a plan to achieve them, whilst simultaneously providing guidance and support to help them stay focused on their end goal and strive to reach them in a timely manner.( Coty.com) Similarly, in mentoring , the mentor helps the mentee identify their goals and also provides guidance and support to help them achieve their goals. However, the choice will depend on the specific goals of the brand and the needs of the brand ambassadors. (Clutterbuck,2005) 
[bookmark: _Int_D9DAu5SL]Giddings and Grant (2006) conducted a study which agrees that goal orientation is a key factor in both coaching and mentoring relationships as it helps focus on setting goals and achieving them. The study also showed that the process between both is similar in identifying specific goals and developing action plans.
Therefore, as research suggests (Eraut et al, 2000) being goal orientated is an essential aspect of both coaching and mentoring as both are focused on helping individuals achieve their goals, whether that be improving performance in their current role or developing new skills to prepare for future roles.

[bookmark: _Toc134357704]1.2.2 One-to-one.

[bookmark: _Int_GfwrG1Sy]Both coaching and mentoring typically involve one-to-one interactions between a coach or mentor and an individual They are considered an essential part of coaching and mentoring as one-to-one sessions provide a safe and confidential space for the individual to discuss their thoughts, feelings, and goals. (Lancer et al,2016) This in turn provides personalised support and guidance. (Chong et al,2020)
For example, as a line manager and coach, these sessions are extremely helpful in working through specific challenges and obstacles an individual might encounter, within the scope of their job. (Feldman & Lankau,2005) To gain clarity it a necessity to listen actively while asking specific questions to be able to gain insight to where the problem occurs. (Clutterbuck,2005) Similarly in mentoring, one-to-one sessions are used to provide personalised guidance and support to the mentee. It is important that the mentor listens to the mentee to provide advice and feedback to help them gain new skills and knowledge with no judgement. (Garvey et al.2017)
[bookmark: _Int_dJa4Lsiy]Ehrich & Hansford (2000) suggests in their study the one-to-one sessions are critical in both coaching and mentoring relationships and provide a safe and confidential space in a time where they can offer personalised support and guidance. 
[bookmark: _Int_emHe8oFp]Therefore, one-to-one sessions are similar where both coaches and mentors use this time constructively and both recognise the importance of providing a safe and confidential space for the individual to discuss their thoughts, feeling and goals. (Lancer et al, 2016)


[bookmark: _Toc134357705]1.2.3. Feedback.

[bookmark: _Int_c3d73k5K]Both coaching and mentoring involve giving and receiving feedback which can be used to identify areas for improvements and ability to track progress (Parsloe,2022) Feedback is essential and plays a crucial role in understanding and helping individuals develop and improve their skills and knowledge (David et al,2014)
For instance, within a large beauty brand, the coach or mentor may provide feedback on their communication skills when interacting with a customer the feedback given is specific, such as highlighting areas where the individual could improve. Additionally, it is important to give feedback as positively as possible to help them still feel motivated to make changes.  Another example could be during a mentoring session where the mentor provides feedback on their product knowledge, this way knowledge can be specific on areas needing improvement and can be guided to do self-learning with resources available to them.
[bookmark: _Int_5y48VSVd]According to a study by Lee & O’Connor (2015) feedback is an essential part of coaching and mentoring. The study found that feedback helps individuals to understand their strengths and weaknesses and provides them with a clear direction on how to improve in the future this can be called feed forward, and should contain a plan that’s specific and actionable, and focused on the individual failings and behaviour.
[bookmark: _Int_cS8n13g6]Therefore, feedback is considered a highly efficient tool in a beauty industry, as providing specific actionable goals to help develop their skills ultimately leads to better performance and outcomes. (Becker et al.2001)  






1.3. [bookmark: _Toc134357706]Differences

[bookmark: _Toc134357707]1.2.1 Purpose.

Coaching and mentoring are two distinct types of developmental relationships that serve different purposes. Coaching typically involves helping an individual improve specific skills or achieve specific goals whilst mentoring focuses more on guiding an individual’s overall personal growth. (Klassen & Clutterbuck, 2012)
[bookmark: _Int_JUwI0b4z]Coaching is generally a short-term engagement that is designed to help the coachee develop specific skills around the role, they are often structured, goal-orientated with regular check ins and measurable progress markers. (Grant, 2020) Whilst mentoring relationships are typically more open-ended questions and focused on overall personal and professional growth. (Kram & Isabella, 1985) Mentors are often experienced professionals who provide guidance and support to individuals who are early on in their careers. (Rathmell et al, 2019)     
A study researching the role of coaching and mentoring in the development of high potential employees examined experiences of 25 individuals who had participated in coaching and mentoring programs within their organisations and stated that these were a valuable tool and played an important role in their professional and personal development. (Clutterbuck,2008)
[bookmark: _Int_S8qGFMnH][bookmark: _Int_gciBwHHM]For instance, within Coty, mentors assist their mentees to develop a range of skills and perspectives that can help them navigate their careers and lives more effectively. Mentors’ relationships are often more informal than coaching relationships and may only involve occasional check ins. Whereas, mentoring is often more effective for developing long term career goals and aspiration additionally important is the building of relationships and supplying guidance and support to the ambassadors over an extended period and is often focused on developing their skills to become better at their job and reach full potential. Coaching on the other hand are often more focused on addressing specific performance issues such as sales and presentation skills and is typically more structured with timelines established at the outset. 
To summarise, coaching and mentoring are two distinct relationships that serve different purposes and involve different approaches. Even though the primary goal at Coty, is selling it is still important to develop skills and knowledge to be more effective in their role to drive sales., whilst coaching and mentoring may be approached differently in this context there are still effective tools to develop skills and competencies,
[bookmark: _Toc134357708]1.2.2 Structure.
[bookmark: _Int_PMTwH3c5][bookmark: _Int_FnfzUCRX]When it comes to coaching and mentoring within a beauty brand, the structures can differ depending on the specific goals and needs of the organisation. However, some common difference in this context includes the scope of engagement within the role of the coach or mentor and the type of support that is needed. (Clutterbuck,2008) Coaching may involve a more structured engagement focusing on developing specific skills. (Atkinson, 2016) For example, as a coach working with a team of Beauty Brand Ambassadors, normally in separate locations, the focus is on improving their customer service skills and help them sell new products, whilst gathering the knowledge needed, whilst involving weekly check-ins to monitor their progress and meet their goals. However, mentoring within the brand, is less structured and more focused on their personal growth and professional development and provide guidance on career choices networking and work-life balance. 
A Recent study by Beauty Changes Lives Foundation (2016) found that mentoring can be effective within the beauty industry as brand ambassadors/ Mentees often need guidance on how to navigate the change and expectations of customers and knowledge that is needed to succeed and lead to increased job satisfaction.
[bookmark: _Int_Nu1iBiPH]In summary, coaching and mentoring within a beauty brand can differ in terms of the engagement required and the type of support that is required, whilst the coaching aspect is focused on skill development mentoring is more focused on overall personal and professional growth. (Rathmell et al,2019) 

[bookmark: _Toc134357709]1.2.3. Expertise.
[bookmark: _Int_NAkkfya8][bookmark: _Int_UHL07wnz]Both coaching and mentoring require a certain level of expertise to be effective. (Manuti et al ,2015) However, the type of expertise needed, and the role of the coach and mentor can differ between the two approaches. (Orth et al, 1987)
[bookmark: _Int_Y9UmdD9I][bookmark: _Int_oiZtBgxX] For Instance, coaching typically requires a coach to have expertise in specific areas such as leadership and communication skills and have a deep understanding of the skills, competencies needed. Additionally, with the requirement to possess strong coaching skills, which include active listening, powerful questioning, and the ability to provide constructive feedback. (Peterson,1996)
[bookmark: _Int_01izxSjn]However, mentoring requires a broader range of expertise and be able to provide support and guidance with personal and professional goals. (Clutterbuck & Megginson, 2005)
 A recent study by International Journal of Evidence based Coaching and Mentoring (2019) found that both can be as effective as each other in improving individual and organisational performances, However the study found that coaching was more effective in improving specific skills and achieving short term goals whilst mentoring being more effective in promoting overall personal and professional growth. 

1.2 [bookmark: _Toc134357710]relevance of Coaching and Mentoring within one’s own workplace 

[bookmark: _Int_iZr9EDzt]Both Mentoring and coaching are effective methods for developing brand ambassadors within Coty, a large global beauty brand. The primary goal of the company is ultimately selling and is imperative that employees develop skills and knowledge to help them be effective in their roles. However, whilst coaching and mentoring are approached differently in this context, they are still very much an important necessity for developing skills and competencies necessary to drive sales. Coaching in this context involves helping ambassadors improve specific sales skills such as effective communication with customers, understanding customers’ needs and closing sales. As a line manager and coach, it is important to work closely with the brand ambassador where goals are set to reach specific KPI’s, areas are identified for improvement and regular feedback is provided in a one-to -one setting. During the first few months support and guidance is imperative, Basic training is provided before ambassador steps foot inside a beauty hall, where dress code and hygiene rules are clearly laid out, together with the opportunity to shadow a higher ranking, more experienced individual as oneself for the employee to gain a valuable insight into the job role.




2. [bookmark: _Toc134357711]Critically explore the knowledge, skills, attitudes, and behaviours needed by an effective workplace. 

Coaching is a method of improving performance unlike’ sales training’ which seeks to improve by giving them instruction. Coaching focuses on the coachee discovering they have the answers and skills. (Garvey et al, 2017)
[bookmark: _Int_8HUtgS63]For a beauty brand organisation to be effective, it requires a variety of knowledge, skills, attitudes, and behaviours in the areas of branding and marketing, product development, customer service, and leadership traits. These competencies are continuously developed and adapted to changes in the industry to maintain a competitive advantage.
 
[bookmark: _Toc134357712]2.1. Knowledge    
  
To be an effective coach within “Coty” there is a need to have a deep understanding of the’ industry’ including the products, customer demographics and trends, whilst also having the ability to have strong coaching skills, with the ability to listen actively whilst supplying constructive feedback to motivate. Furthermore, is the ability to communicate effectively across diverse cultures and be able to adapt their coaching style to fit the needs of individuals from diverse backgrounds. (Mujtaba & Sungkawan,2009)   
However, coaches who lack knowledge or expertise in their field can provide inaccurate or misleading information which may lead to frustration and a lack of trust. (Chrisman et al, 2021) 
 A study by the International Coach Federation (2019) found that the most important knowledge areas for coaches are coaching ethics and standards, coaching skills and techniques and knowledge of the coaching process.
[bookmark: _Int_nYMvrzpH][bookmark: _Int_apgPHe3V]Coaches within Coty have a deep understanding of the company’s culture values and goals as well as the organisational best practices for coaching and talent development. Whilst an important aspect of effective coaching is the ability to stay up to date on industry trends and new product developments, it's also imperative to notice the latest beauty trends and innovations as well as consumer behaviour and preferences. This knowledge allows oneself to provide valuable insights and guidance to assist in staying competitive. 


[bookmark: _Toc134357713]2.2. Skills

Coaching is a process of facilitating personal and professional growth in partnership between a coach and coachee. In the context of coaching within Coty, several key skills are needed: -

[bookmark: _Toc134357714]2.2.1 Active listening 
Active listening is a critical skill for coaches in a beauty brand as it enables them to understand the coachee needs, values and goals. According to Llewellyn et al. (2017) active listening involves listening attentively, paraphrasing, and reflecting and clarifying in what is being said. This skill is particularly important in the beauty industry for the coachee where clients often specific needs and desires related to their appearance and beauty aspirations.
[bookmark: _Toc134357715]2.2.2. Skilled Questioner 
Questioning is a crucial skill for coaches, being a skilled questioner enables one to guide the coachee towards self-discovery and reflection. (Maund, 2018) Open ended questions can aid the coachee to explore their thoughts and feelings and gain insight into their values and goals.  (De Hann et al,2012) According to Grant and Kavannagh, (2011) effective questioning involves, asking thought provoking questions that challenge the coachee to think deeply about their assumptions, beliefs, and actions. Whereas, closed questions, elicit short, direct responses, precluding any additional insight into a client's way of thinking, motives, and perspectives.
Therefore, effective coaches need to make a concerted effort to be aware of their own communication styles, as well as their coachee’s communication tendencies. As a result, they can effectively switch between different techniques based on what will be most effective for their desired goal.
  
2.3. [bookmark: _Toc134357716]Attitude
Attitudes play a significant role in the success of individuals in any organisation, including the beauty industry. Positive attitudes, self-belief, and the ability to motivate others are essential attitudes for success. (Moser, 2016)

[bookmark: _Toc134357717]2.3.1 Positive Attitudes
Positive attitudes are crucial for a coach in a beauty industry as they can influence how one interacts with the coachee and the level of success that can be achieved. (Natale, & Diamante (2005) A positive mindset is essential as is a passion for their work. Coaches who are passionate tend to be more committed, enthusiastic, and dedicated to the coachee’s success. Passionate coaches have a contagious energy that motivates as well as stay updated with the latest beauty trends and innovations to offer the best service possible to its customers. (Kim et al,2017)
A study conducted by Johnson & Williams (2021) examined the correlation between positive attitudes and those who received coaching, specifically being more likely to be more motivated and engaged in their work whilst reporting higher levels of self-efficacy, optimism, and resilience.  
However, in contrast, a study conducted by Turner, (2017) established that negative attitudes have a significantly negative impact on motivation and performance. The study revealed that coaches who display a lack of empathy or used an authoritarian approach, “My Way or the highway" found it difficult to motivate the coachee, additionally, coaches who focused solely on results and neglected the process of improvement caused performance issues. 
Therefore. these are negative attitudes that don’t have a place in the beauty industry and can significantly hinder the growth and development and that is arrogance, arrogance can lead to a coach dismissing the concerns and feedback which ultimately may lead to a breakdown in the relationship. 

[bookmark: _Toc134357718] 2.3.2    Self Belief
Self-belief is a necessary attitude for organisational coaching success. Coaches with high levels of self-belief are more confident, focused, and effective in assisting their coachees to achieve their goals. (Hodge et al., 2017) 
Self-belief is defined as an individual’s faith in their own abilities strengths and potential This is essential in coaching for assisting the coachee in developing the confidence and self-efficacy required to achieve their goals (Jones & Hanton, 2016).
According to research, self-belief is related to coaching effectiveness. Schippers et al. (2014) discovered that coaches with high levels of self-belief were more effective than coaches who lacked this belief in promoting their coachee’s goal attainment. Furthermore, for coaching effectiveness, self-belief is linked to wellbeing and job satisfaction, with those who have high levels experiencing lower levels of burnout and higher levels of job satisfaction. (Clutterbuck & Megginson, 2005) For example, a coach with a strong sense of self-belief is more likely to approach their work with enthusiasm, passion, and a sense of purpose, as well as the ability to motivate others.
For example, a coach working with a coachee in a beauty industry who may lack self-belief can be helped with identifying their strengths to develop strategies and achievable goals to strengthen their resolve whilst simultaneously helping to build their confidence whilst using motivating tactics to inspire, encourage to foster a positive work environment. Research shows that coaches who possess high levels of motivation tend to have more engaged and productive teams (Koch et al, 2018)
[bookmark: _Hlk133512065]In conclusion Coaches in the beauty industry need a range of attitudes to succeed including passion, self-belief, and motivation to lifelong learning. By avoiding negative attitudes like arrogance and complacency coaches can gain trust and build long term relationships between coach and coachee. It is essential for coaches to be aware of their own attitudes and how they can affect the “status quo”. By adopting a positive attitude and focusing on empathy and collaboration will help create a positive productive coaching environment which promotes growth and development 

[bookmark: _Toc134357719]2.4 Behaviours

Behaviours are crucial given that they influence the effectiveness of the coaching process. Coaches who exhibit positive behaviours can enhance the process and promote favourable results, however negative behaviours could jeopardise this process and thereby decrease the possibility of a desired outcome. 
Several studies have investigated the role of behaviours. For example, a study by Grant and Cavannah, (2021) found that Emotional Intelligence, empathy and building a positive relationship was positively related to coaching outcomes. Whilst another study, Biswas-Diener and Diener (2022) supported this conclusion that positive behaviours are more likely to be perceived as effective coaching practices.

[bookmark: _Toc134357720]2.4.1 Emotional Intelligence
Emotional intelligence is an extremely valuable behaviour in coaching, as is often the non-verbal communication which gives further indicators to how the coachee is really feeling. (Goleman,2008). Expert coaches understand how to use body language, eye contact, and tone of voice to make the coachee feel as supported and safe as possible (Kroth, 2007). 
Research shows a correlation between emotional intelligence and being mindful to their perspectives without judging or making assumptions. (Goleman,2008)
Therefore, effective coaches make a concerted effort to be aware of their own communication styles, as well as their coachee’s communication tendencies. As a result, they can effectively switch between different techniques based on what will be most effective for their desired goal.

[bookmark: _Toc134357721]2.4.2 Empathy 
Another crucial attitude is empathy which allows a coach to understand the coachees needs concerns and expectations. This is crucial as it builds trust and rapport, leading to long term relationships, (Garvey et al,2017) Additionally an empathetic coach is better equipped to handle challenging situations and conflict resolutions, whilst Empathy also allows the coach to connect with the coachee on an emotional level and understand perspectives. (Shein,2009)
According to Brown & Grant (2010) Empathy involves, recognising, understanding, and appreciating the feelings and thoughts of others. In the context of coaching, empathy can assist in building trust and rapport between the coach and coachee, which is essential for effective coaching outcomes. In contrast Coaches who lack empathy may struggle to connect on personal level, this can create a sense of disconnect and may prevent the coachee from feeling heard or misunderstood. (Whitmore,1992)  
In conclusion Coaches in the beauty industry need a range of attitudes to succeed including passion, empathy, and a commitment to lifelong learning. By avoiding negative attitudes like arrogance and complacency coaches can gain trust and build long term relationships between coach and coachee. It is essential for coaches to be aware of their own attitudes and how they can affect the “status quo”. By adopting a positive attitude and focusing on empathy and collaboration will help create a positive productive coaching environment which promotes growth and development 



[bookmark: _Toc134357722]2.4.3. Building Rapport.

Building rapport is an essential aspect in coaching, as it allows the coach to establish a positive relationship with the coachee and create a safe environment for exploration and growth. In a Beauty Brand Organisation, building rapport is crucial as it helps both to work collaboratively towards achieving their professional and personal goals. One way to build rapport is active listening whilst paying close attention to verbal and non-verbal clues, providing constructive feedback, and demonstrating empathy (Miller,2019)
For example, a coachee may be struggling with a make-up routine, by being an active listener and providing feedback whilst exhibiting empathy, acknowledges the coachee’s frustration by offering constructive suggestions for improvement. Another example can be showing a genuine interest in the coachee’s goals and aspirations, this involves open ended questions, whilst encouraging the coachee to share their thoughts and feelings and acknowledging their achievements (Grant,2018). For instance, a beauty coach may ask a coachee about their long-term career aspirations, showing genuine interest and offering support to help them achieve their goals. 
Finally, building rapport involves creating a safe and non-judgemental environment for the coachee to be able to explore their personal and professional challenges and any opportunities that may arise. (Lancer et al, 2016) This involves demonstrating confidentiality, whilst providing a supportive and encouraging atmosphere and is imperative that the coach refrains from offering criticism or judgement (Gallwey, 2017). For example, a beauty coach may reassure a coachee that their sessions will be confidential and that they can discuss their challenges without fear of judgement or criticism. 
In conclusion, building rapport, is a critical aspect together with active listening and creating the safe environment. These are just a few essential strategies for building rapport. Additionally, being able to establish a calm positive relationship, a coach can facilitate their growth and development towards achieving their goals in the best manner possible. 




 
[bookmark: _Toc456901517]










[bookmark: _Toc134357723]3.Critically assess a model or process that should be followed when formally coaching 
Today, various coaching models are used in organisations. The two most common coaching models in a beauty organisation are the GROW model and the CLEAR model. The GROW model aims to improve the skills of the brand ambassador, and has been effective in achieving their goals, however newer models have emerged in recent years such as the CLEAR model which focuses on an employees' goals and aspirations.  The next section will examine the GROW model and compare with a newer model such as the CLEAR model.
 
[bookmark: _Toc134357724]3.1. GROW Model

The GROW model is widely used goal-orientated coaching framework utilised since its creation in 1980 and consists of four stages. (Alexander,2006)
The acronym GROW stands for, Goals, Reality, Options, and Willingness, and this model is intended to provide a framework for the coachee to achieve their career objectives. (Alexander,2006)
Setting S.M.A.R.T. goals are the first step in this model. S.M.A.R.T. is an acronym that stands for Specific, this where brainstorming is used to determine the priorities for personal improvement whilst considering the steps needed to meet each goal. Measurable, having a straightforward, easy to understand plan to track coachee development, which assists in an ease of feedback and adjustment to match their personal needs. Attainable, this involves setting a realistic time frame to achieve their desired outcome Relevant, by choosing goals directly relating to the coachee needs to understand how these actions will give them the skills to be more adaptable and improve and, Timely, collaborating to reach goals within a reasonable deadline, whist providing motivation to work on their goals independently (Appendix 2)   
For example, a brand ambassador/Coachee in a beauty organisation may want to improve their make-up skills. Using the GROW Model, the coachee can set realistic goals such as learning to take small steps and applying foundation perfectly within two weeks. The coachee can recognise their current reality and knowledge and align them with the skills required. For example, by identifying the challenges they face when applying the foundation, the coachee can consider the available options to assist them, such as being taught by the coachee or watching tutorials available in the model academy training notes. After that, the coachee is encouraged to practise every day to reach the desired goal. 
The popularity of this model is primarily due to the fact its simplicity, that the coach is not required to be an expert in the context of the coachee, instead the model offers a framework that uses general questions to elicit information (Whitmore ,2002) 
However, recent lines of research have suggested some limitation that might occur when the main focus is on goal attainment and may not address underlying emotional or psychological issues that may impact on the coachee ability to achieve these goals. (Garett et al, 2021) Despite these limitations a study by Theeboom et al. (2014) suggested that it was in fact successful in improving goal attainment and an effective coaching tool.
Further research is needed to assess the impact of anxiety, depression, and neurological disorders on progress, even with a well outlined development plan as it may not be suitable for complex and systemic issues that require a more comprehensive approach, for example, struggling to maintain a healthy work life balance.  In some instances, there may be a need to remain in the goal setting stage for extra clarification. 












[bookmark: _Toc134357725]3.2 CLEAR model

In contrast, the more recent CLEAR model is commonly used in coaching discussions and includes five key steps. CLEAR is an acronym that stands for Connecting, Listening, Exploration, Action and Review Connecting involves establishing a rapport with the coachee to create a safe and supportive environment. This can be used to create trust and establish relationships that are characterized by honesty and an openness to communicate. ( Hawkins,2014)  
Secondly is Listening, it is imperative to actively use these skills to establish a coachee's needs, perspectives, and feelings with the ability to demonstrate empathy and understanding.to help them feel heard and validated. 
The third step is Exploration, in which the coach and coachee explore their goals, values and beliefs and collaborates to identify obstacles or challenges and find solutions to reach the desired outcome.
 The following step is Action, involving developing a plan of action, identifying specific stages in which the coachee can takes the necessary steps to achieve their goals.
Finally, a Review is carried out to reflect on progress and assessing progress and the effectiveness of the coaching intervention and identify areas for improvement.  (Hawkins,2014)              
The CLEAR model can be applied within a beauty organisation to support brand ambassadors in achieving their personal and professional goals.  For Example, a coachee in a beauty organisation, may want to improve their customer communication skills. The coach can make a contract with the coachee by identifying the communication skills required for the job role using the CLEAR model. The coach can understand the areas for improvement through active listening, such as vocabulary, tone of voice, or subconsciously giving off an air of arrogance, which is often misconstrued within a workplace due to the uniform and appearance, as well as having low confidence in speaking up. During Exploration both can identify solutions to improve their communication skills, such as role playing or shadowing experienced brand ambassadors. The coachee can the act by practising and implementing the solutions found, Finally, as the coach one can review their progress and maybe suggest further improvement areas.
However, one potential limitation of the CLEAR model is that it is relatively simplistic and does not consider the sometimes complex and diverse nature of coaching relationships. (Theeboom et al, 2014) It could be argued that the model may be too rigid, which can limit the flexibility of the  imagination of the coach/coachee relationship as there is no culpability or undertaking for unique and neurodiverse personalities. 
Despite some criticisms, several studies have supported the effectiveness of the CLEAR model in coaching interventions. For example, a study by Wilson et al. (2019) discovered that it showed to be effective in the coaching skills of novice coaches, thereby being a teaching tool for both coach and coachee. whilst Peterson and Hicks (2020) agreed that in fact it was the mostly used model in effectively improving coachee engagement and job satisfaction within large global organisations
In conclusion, whilst the CLEAR model has received both praise and criticism, whilst been suggested as being too simplistic and limited in some contexts,  Recent research  suggested its effectiveness in positive interactions ,  if utilised accurately.( Peterson & Hicks.2020 ) However further research is needed to determine the effectiveness within the relationships between coach and coachee within a diverse cultural environment  and  the neurological differences between individuals with certain traits such as ADHD and ASD and other neurological conditions.



[bookmark: _Toc134357726]3.3 Overview 

To summarise, both the GROW Model and the CLEAR Model are effective coaching models used within "Coty" that aim to improve a brand ambassador's skill and achieve their career goals. The GROW model focuses on analysing the current reality and identifying the obstacles to achieving their goal. While the CLEAR model emphasises the importance of building strong relationships and establishing clear boundaries at the beginning of the process together with active listening and compassion to respect the coachee’s needs and perspectives, this is deemed significant because people's perspectives can differ greatly, so empathy and understanding are essential.
[bookmark: _Toc456901523]In conclusion whilst the GROW model has remained a popular framework for several decades, The CLEAR model appears to provide a more comprehensive and nuanced approach by using the emphasise on strong relationships and exploring the difference in perspectives and personalities, 
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