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1.Introduction

Coaching and mentoring are powerful developmental tools widely used in both personal and
professional environments to support growth, build confidence, and enhance performance.
These practices involve structured support through guidance, feedback, and reflection,
enabling individuals to reach their goals more effectively. While coaching typically focuses
on short-term, goal-oriented outcomes, mentoring tends to foster long-term development
through knowledge sharing and relationship-building.

This report explores the distinctions between coaching and mentoring, outlines essential
coaching skills, and introduces key models used in practice. It also reflects on a real coaching
experience, applying a structured model to evaluate its effectiveness and impact. By
examining these concepts in depth, the report highlights how coaching and mentoring can
empower individuals to overcome challenges, develop leadership capabilities, and thrive in
dynamic workplace settings.

2. Critical Evaluation of Coaching and Mentoring

Coaching is a structured, goal-oriented process aimed at improving an individual's
performance or achieving specific objectives. It is typically a short- to medium-term
relationship where the coach uses questioning, active listening, and feedback to help
the individual identify solutions and take action. Coaching does not rely on the coach
having subject matter expertise, but rather on their ability to facilitate development
through supportive dialogue.

2.1 Advantages of Coaching

e Focused Goal Achievement — Coaching is inherently results-driven. It
provides a clear framework for identifying goals, creating action plans,
and tracking progress, making it highly effective in performance
management.

e Enhances Self-Awareness - Through reflective questioning, coaching
encourages individuals to think critically about their strengths,
challenges, and behaviours.

e Improves Performance — Coaching is often used to address specific skill
gaps, improve productivity, or prepare individuals for higher
responsibilities.



o Flexible and Adaptable — Coaching can be customized to fit individual
needs, making it applicable across industries and roles.

Mentoring is a developmental relationship in which a more experienced individual offers
guidance, knowledge, and support to a less experienced person . Unlike coaching,
mentoring is usually a long-term engagement, focusing on holistic development,
including career progression, emotional support, and personal growth.

2.2 Advantages of Mentoring

e Long-Term Career Development — Mentoring supports broader growth
beyond specific goals, helping mentees navigate their careers over time.

e Knowledge Transfer — Mentors share wisdom, experience, and
organizational knowledge, which can be invaluable for the mentee’s
development.

e Emotional Support —The relationship often includes psychological support,
boosting confidence and resilience.

¢ Increased Retention and Engagement — In workplace settings, mentoring
has been linked to higher employee satisfaction and reduced turnover.

2.3 Critical Comparison

While coaching and mentoring share common ground in their aim to develop
individuals, they differ significantly in structure, focus, and outcomes. Coaching is
performance-oriented and short-term, ideal for addressing specific needs. Mentoring,
on the other hand, takes a more holistic, long-term approach, often rooted in
experience-sharing and personal growth.

A critical advantage of coaching lies in its ability to catalyse rapid change through self-
discovery and accountability. However, it may lack the deep, trust-based relationship
that mentoring often nurtures over time. Mentoring excels in building long-term
developmental paths but may be less effective when immediate performance
outcomes are needed.

3.Coaching skills required in the workplace
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Throughout this unit, I've learned that effective coaching depends on a set of key skills.
These skills have helped me understand how to better support others and reflect on my
own development. Below are ten essential coaching skills and why they are important.

» Active Listening — This means fully focusing on what the coachee is saying,
without interrupting or jumping to conclusions. It helps build trust and shows
you truly care about what they’re going through.

» Powerful Questioning — Asking thoughtful, open-ended questions helps the
coachee reflect and come to their own solutions, which often leads to more
lasting change than just giving advice.

» Empathy - Being able to understand and relate to how someone else is feeling
creates a supportive environment where they feel safe to open up.

» Building Rapport - Having a strong, positive connection helps the coachee feel
comfortable and respected, which is key for honest conversations.

» Constructive Feedback - Good feedback helps the coachee understand what
they’re doing well and where they can improve, without making them feel judged.

» Goal Setting — Helping the coachee set clear, realistic goals gives the sessions
focus and helps measure progress over time.

» Non-Judgmental Attitude — Coaches need to stay open-minded and neutral, so
the coachee feels free to share challenges without fear of criticism.

» Observation - Picking up on body language or tone of voice can reveal more
than words alone, helping the coach respond more effectively.



» Accountability - Encouraging the coaches to take ownership of their actions
helps build responsibility and keeps momentum going between sessions.

» Patience and Presence — Coaching is a process, and sometimes people need
time to figure things out. Being fully present and patient helps the coachee feel
supported every step of the way.

4.The GROW Model

4.1 Goal

The goal is to improve team morale, reduce fatigue, and enhance productivity by
addressing the long working shifts and lack of communication between staff and
management.

I want to discuss the impact of long shifts on the team’s performance and wellbeing,
and propose shorter, more manageable shift patterns, along with clearer
communication channels between the workers and management.

4.2 Reality

The Reality phase focuses on understanding the current situation, identifying obstacles,
and being honest about where things stand. This is crucial because it helps you see the
gap between where you are now and where you want to be.

The team was experiencing long shifts that were leading to fatigue and reduced
productivity. There was also a clear lack of communication between management and
staff, which created frustration and confusion. Many workers felt their concerns were
not being addressed, and this lowered morale.

As a supervisor, | saw firsthand the challenges the team faced: long shifts that caused
exhaustion, poor communication that led to misunderstandings, and a lack of
transparency. These realities contributed to the overall low morale and impacted the
team’s productivity.

4.3 Options

The Options phase involves brainstorming potential solutions to the challenges
identified in the Reality phase. The goal is to come up with several possible strategies
for reaching the goal, allowing you to consider different perspectives and approaches.



My Options:

Shortening Shifts — Propose reducing shift lengths to avoid fatigue and improve
overall wellbeing.

Clearer Communication — Establish regular team meetings and feedback
sessions between staff and management to foster better understanding and
transparency.

Flexible Shifts — Introduce rotating or staggered shifts to give employees more
control over their schedules..

These options give different ways to tackle the core issues of long shifts and
communication breakdowns. Each option addresses a different aspect of the
problem, from reducing shift length to enhancing communication and team
dynamics.

4.4 Will

The Will phase is where the action happens. In this step, you commit to taking specific
steps that will help you reach the goal. This phase is about creating an actionable plan,
setting deadlines, and holding yourself accountable.

My Will:

Short-Term Plan: /| will approach management with a proposal for a trial period
of shorter shifts for two weeks. | will also arrange a team meeting to discuss the
issues around communication and propose implementing regular feedback
sessions with both staff and management.

Medium-Term Plan: After the trial period, | will collect feedback from both staff
and management to assess the success of the changes. Based on the feedback,
we will decide whether to adjust the plan or make it permanent.

Long-Term Plan: /f the trial proves successful, | will work with management to
implement the new shift patterns and communication practices permanently.
Additionally, | will establish a system for ongoing feedback to ensure continuous
improvement in communication and work conditions.

In this step, | committed to specific actions to implement the changes. The short-term

goalis to pilot the changes, the medium-term plan involves evaluating success, and the

long-term plan ensures that the improvements are sustained and continuously

assessed.



4.5 Conclusion

By applying the GROW model, | was able to clearly define the issues faced by the team,
come up with practical solutions, and create a clear action plan to address the
challenges. The model helped structure my approach, ensuring that | could
communicate my goals and intentions effectively while considering the team’s needs.
Moving forward, | will continue to use this model to guide future leadership decisions,
making sure that | foster a supportive and productive work environment for my team.

5. Reflection Using Gibbs’ Reflective Cycle

5.1 Description

In my role within the demolition industry, | encountered ongoing issues related to
excessively long shifts and poor communication between staff and management. These
challenges often led to team frustration, fatigue, and a lack of motivation. When | was
promoted to a supervisory position, | saw an opportunity to raise these concerns. |
approached management to discuss the effects these issues were having on staff
performance and wellbeing. | recommended shorter shift patterns and more open lines
of communication between workers and leadership.

5.2 Feelings

At the time, | felt frustrated and somewhat helpless as a team member, but also hopeful
when | became a supervisor. | was concerned about how management would respond,
but | also felt a strong sense of responsibility to advocate for the team. After speaking
up, | was relieved to have voiced the concerns, even though | was unsure if changes
would be made.

5.3 Evaluation

The situation had both positive and negative elements. On the negative side, the
communication issues and long shifts clearly impacted the morale and effectiveness of
the team. However, a key positive outcome was my ability to initiate a difficult but
necessary conversation with management. It showed that | had grown in confidence
and was willing to take responsibility as a leader.

5.4 Analysis

This experience highlighted the importance of effective communication and leadership
in high-pressure environments. From a coaching perspective, | used some of the skills |



had learned such as active listening and clear, respectful communication to engage
with both staff and managers. By acknowledging the team’s concerns and presenting
solutions, | acted as a bridge between different levels of the organization. It also
became clear that leadership is not just about giving directions but about creating a
supportive and sustainable working environment.

5.5 Conclusion

Overall, I learned that being in a leadership position means taking initiative, even when
conversations are uncomfortable. | also realised that staff wellbeing must be a key part
of operational planning, especially in physically demanding industries like demolition.
Addressing these issues early can prevent burnout and improve team performance.

5.6 Action Plan

Moving forward, | plan to create regular check-ins with team members to hear their
feedback and raise concerns with management proactively. | also intend to develop my
communication and conflict resolution skills further, so | can better represent my team
and contribute to a more collaborative work culture. If a similar situation arises again, |
will feel more confident in addressing it directly and professionally.

6. Conclusion

In conclusion, this report has allowed me to reflect on the importance of coaching and
mentoring in the workplace. It has shown how both can play a huge role in personal and
professional development. Through examining key concepts like the differences
between coaching and mentoring, the essential skills required for effective coaching,
and the GROW model, I’ve gained a deeper understanding of how these practices can
help individuals overcome challenges and improve performance.

Reflecting on my own experience as a supervisor in the demolition industry, I’ve learned
that effective leadership often requires taking a step back, identifying challenges, and
finding solutions that benefit the team. The issues of long shifts and poor
communication had a significant impact on morale, but by applying the GROW model, |
was able to create a clear plan to address those concerns and move toward a more
positive and productive environment.Moving forward, | plan to use the skills I’ve learned
in this course to continue developing as a leader. By applying coaching and mentoring
techniques in the future, | want to help my team grow and thrive, while also making sure
| keep communication open and foster a supportive work culture.
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