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Executive Summary

The following report has evaluated various facets related to coaching and mentoring in a detailed manner. The very first section has provided an insight into the fundamental purposes of coaching and mentoring in an adequate way. Differentiation between these two aspects has also been mentioned in this section of the report. Moreover, a relevant model of coaching has also been evaluated in the course of the discussion. 
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[bookmark: _Toc2031445839]Introduction

Coaching and mentoring are the development processes that are used to enhance the skills of both, individuals and an organisation. A mentor is one sharing knowledge and skills for the growth of an organisation. However, a coach refers to the person providing proper guidance to the client to achieve the success of the organisation. The coach and the mentor both ensures the mutual respect and confidentiality throughout the process. The characteristics of coaching and mentoring focusses on providing the employees to assess their strength as well their areas of development. The agenda set by the coach is to focus on achieving the specific goals. 
However, the agenda set by the mentor is to provide support and guidance to the mentee. The mentoring in the workplace includes the establishment of the goal of mentoring program and evaluating as well as reporting on the success of the program. The report here will contain a brief discussion on the context of coaching and mentoring. 
The concept of coaching and mentoring will be defining in the report along with a detailed comparison in between the two. The report will also include a short description on the key attitudes and skills that is required for a good mentor or a coach. The main purpose for using of coaching and mentoring in the workplace will be discussed in the following report. The SMART’s Model will be discussed in the report for the critical analysation of the process of coaching. The advantage and disadvantage of coaching will be included in the report   with the relevant examples.
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[bookmark: _enqbaqqaprm5][bookmark: _Toc1630164139]The main purpose of coaching and mentoring in the workplace 
The sole purpose of coaching and mentoring in a workplace resides in contributing to the development of employees along with their valuable skills which ultimately helps the organisation in reaching its suitable goals. Creating and prompting two-way communication between employees and the managerial body is crucial in order to identify areas of improvement along with underlying factors that affect the organisation in conclusion, this can be achieved through the effective adoption of various methods with respect to organisational performance (Passmore et al., 2019).
Employee performance can be optimised through effective methods of learning modules along with mentoring employees on the right path. This ultimately helps the workforce gain confidence related to work and open up more influencing communication (Starr, 2021).
Employee retention can be achieved through building strong relationships with the workforce, mentoring and coaching play a crucial role in the following aspect as well, fostering growth of responsibility in conclusion increasing employee retention. Effective communication between the workforce creates transparency along with increasing the chances of employees staying with the organisation (Roberts et al., 2019).
Leadership development is fostered through the inclusion of motivational speeches leading to the emergence of responsible employees further indulging in leadership qualities. Efficiency in work, job satisfaction along suitable engagement can be achieved overall helping the organisation to benefit.
Cost-effectiveness can be harbored through coaching and mentoring, suitable methods developed within the organisation result in increasing flexibility and cost-effectiveness inside the organisation, overall developing skills of employees can help to identify their organisational goals 
[bookmark: _mo45nxm5vnjf][bookmark: _Toc1677358522]Comparison and evaluation of coaching and mentoring
Coaching and mentoring within a workplace depend upon various factors which primarily determine organisational functions, the basic factors that work in accordance are performance management and professional management (Jones, 2022).
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Figure: Comparison between Coaching and Mentoring 

Consulting is a method involved in effective communication between the managerial body and employees, consultation and advice provided to employees in altering overall organisational behaviour. Advice provided by coaches basically includes general advice from experience gathered throughout.
Coaching within a workplace generally involves a following program structured between a coach and employee in order to develop a strong inter-relationship further developing personal development. The coach primarily helps in identifying organisational goals along with creating a road map for the employee in the effective completion of goals. While coaching tends to provide decisions and goals which are short-term, mentoring is more effective with respect to long-term achievement of goals (Bachkirova et al., 2020).
Mentoring in comparison to coaching, mentoring creates a better overview for the employee to understand, mentors use various strategies such as building trust and support and providing constructive feedback along with showcasing self-reflection all thes e ultimately enhancing the operations of the employee. The simple relationship between an experienced mentor and a less experienced employee is crucial to developing over time, in basic terms mentor is defined as a person who shares personal knowledge in order to help another individual grow within an environment (Martens and Vealey, 2024)
In comparison to consolation mentoring teens to career complexities which can further lead to difficulties, on the other hand, consultation provides the most simple and effective way for making employees understand their organisational and self-needs.

[bookmark: _wd5zxoxc18tx][bookmark: _Toc666770094]Critical analysis: SMART Model 
[bookmark: _nqamab6168fz][bookmark: _Toc796441115]Discussing and defining the SMART Model 
The SMART model primarily focuses on the aspect of problem-solving, the SMART methodology is designed to aim, find and aces the required goal in accordance to the organisation creating hindrances along with finding effective solution for smooth operations along with friction in the accomplishment of goals (May et al., 2022).
The SMART stands for Specific, Measurable, Achievable, Relevant and Time-bound, the analysis is a type of evaluation conducted based on factors of direction, motivation along focused clarity
The Specific process involves defining a specific goal in accordance to the organisation designing the discussed results within the organisation by setting up SMART goals, the addition of SMART goals results in clearly defining the organisational goal removing any distraction creating hindrance between operations.
The Measurable basically involves evaluating the scale or magnification of the goals, along with considering the extent and feasibility of the goals. The evaluation also involves the analysis of the potential influence of the goal.
The achievable primarily involve assessing is attainable in every sense. The achievability of the goal is stretched in a perplexed manner making it possible to achieve this process includes aspects of mentoring, and training along with accessing specific equipment and tools required for effective completions.
The Relevant process involves the is real and can be achieved within the allocated resources and infrastructures. The completion of the goal is important in accordance with the project as this will help develop the skills lacking.
Time-bound involves the management body reviewing the overall progress, the factors influencing align with identifying the difficulties and hurdles present, formulation of action plan is conducted in this process as well in order to adjust the behaviour as required. This method basically ensures that the whole princess stays on track with organisational goals.
[bookmark: _wuwvgdgjufxz][bookmark: _Toc1225271186]Advantages and Disadvantages of SMART Model 
SMART Model focusing on solutions aligns with creating a suitable collaboration in order to evaluate the importance of the aspect involved, the good execution of the work ultimately rewards, although the model showcases various disadvantages (Romero et al., 2020).
Advantages
Collaboration, the model showcases a lot of effort in the field of building conversations that align with the client side and their present scenarios of life, analysis of the aspiration set up overall creating a collaborative environment.
Creativity, the varied set of questions present in the SMART model acts as a catalyst in elevating situations driving creativity, the client side enjoys the journey along with the effective attainment of designed milestones
Adaptability, in this aspect, shows that the model reflects both long-term and short-term goal orientation along with its effective transformation. The tailored model acts according to the needs of the client and delivers outcomes as optimised from the management side.
Disadvantages 
Risk regarding not addressing negative behaviour, the operations conducted are mostly focused on the attainment of small goals, for instance, a person affirmed to the structure too much can result in the formation of critical errors
From the assessment, it can be observed that suitable situations for the long-term achievement of goals align with the development of skills aligned with effective project or team leader. Acting with every personal development scenario this model acts as an important factor for segregation variables.

[bookmark: _heading=h.mnhsv7x9uobs][bookmark: _Toc172563145][bookmark: _Toc1160299380]Reflection on Practical 1
The experience of coaching and goal setting can be reflected through the utilisation of Gibb's reflective model. Here it should be mentioned that six different stages are observed in this particular model of reflection. 
Description: I have obtained experience in coaching and goal setting in a significant manner that should be reflected. I have practiced with my lecturer in the context of coaching on July 23 that was kind of a role-play practice session. From a simpler perspective, it can be stated that during this session I conducted a series of questions in the context of the SMART model of coaching. 
Feelings: I felt that this particular session was quite beneficial for me in terms of the development of my coaching experience. It can be stated that this particular experience provided me with an opportunity to obtain a clear concept regarding coaching. It is also worth mentioning that I feel that I have gathered practical knowledge of the roles and responsibilities of a coach. I was quite enthusiastic in order to obtain significant knowledge on various facets related to coaching.  
Evaluation: Both the events that went well and that did not go well should also be mentioned in order to reflect on the experience of learning. The very first thing that should considered as an event that went well is that my tutor and fellow learners were quite supportive during the experience. Moreover, the aspect that I have gathered significant knowledge on coaching should also be considered as another event that went well. However, at first, I was quite nervous regarding the entire learning experience that could be associated with the event that did not go well and also my lecturer told me that I should have used also the GROW model witch I didn’t. 
Analysis: It has been analysed in the context of the present experience that coaching is quite an integral aspect in terms of providing guidance to an individual. In other words, the significance of coaching that has been understood through this experience reflects that it significantly helps in leading an individual (Flaherty, 2022). Coaching also helps in increasing collaboration among both the coach and coached individual to a great extent. In this section of the analysis, it can also be mentioned that the coaching experience also plays a significant role in increasing self-efficiency and self-awareness (Atkinson et al., 2022). 
Conclusion: The experience regarding the coaching practice has proven to be quite effective in terms of enhancing my knowledge of coaching and goal setting. The aspects of the SMART framework have been assessed in a significant manner through this particular experience. Thus, it can be stated that this experience has enabled me to obtain efficiency in coaching. 
Action Plan: Considering the future perspective related to the coaching experience it can be stated that I should focus on improving my communication skills. This particular action will help me coach others in a more adequate manner (Latham, 2020). Moreover, I should also focus on enhancing my time management skills in order to enhance the learning experience. 


[bookmark: _heading=h.28mjapk7pq2][bookmark: _Toc172563146][bookmark: _Toc222123884]Reflection on Practical 2
Similar to the previous reflection section, Gibb’s reflective model can also be applied in order to portray different aspects of practical 2. 
Discussion: On the 8th of July I had a mentoring session with my lecturer in witch I was the mentor. It was a role play in witch the lecturer was the mentee who needed some advice from a mentor regarding self-awareness and understanding in the workplace. I have used the Johari Window model in order to make the mentee understand the significance of self-awareness. The way this model can be utilised by the mentee in order to enhance workplace activities has also been evaluated (Mullen and Klimaitis, 2021). 
Feelings: Certainly, I feel that this particular practical experience has proven to be quite effective in terms of increasing my knowledge of mentoring. This experience appears to be quite influential in terms of gathering significant information related to mentoring. I also feel that my knowledge of the application of frameworks such as Johari Window has also been enhanced. It should also be mentioned that I was quite motivated in order to obtain practical knowledge of mentoring. 
Evaluation: Similar to the previous experience, in this particular practical lesson my lecturer was quite cooperative during the entire experience. The mentioned aspect can be taken as one of the most significant events that went well. Along with that, I have also had an opportunity to apply the framework in a practical way. However, during the initial phases, I encountered issues related to time management that should be considered as an event that did not go well and also I wasn’t a very good listener.
Analysis: This section is supposed to reflect on the aspects that have been understood through the particular experience. It has been understood that mentoring can prove to be quite effective for an individual in terms of enhancing various professional and personal aspects. For instance, through my mentoring, I tried to resolve the issue that the mentee was encountering related to his ability to open up with others. The significance of using the Johari Window framework has also been analysed during this particular experience on mentoring (Oliver and Duncan, 2019). 
Conclusion: I have participated in the mentoring experience in a significant manner in this practical session with my lecturer. At first, I identified the way my manatee wanted my assistance regarding the particular difficulties. Then I applied the Johari Window model in order to mentor in a more effective manner. In conclusion, it can be stated I have significantly gathered knowledge of the ways of mentoring. 
Action Plan: It appears that improving my listening and critical thinking skills will benefit me in future in terms of providing mentoring services to others. The enhancement of the mentioned skills will be influential in developing adequate ways of mentoring (Dirks, 2021). Moreover, as I have encountered difficulties regarding time management therefor making a planner should also be taken into account. 

[bookmark: _heading=h.5st3xghpzgu][bookmark: _Toc480397010]Conclusion

Coaching and mentoring have played a significant role in developing an effective leader required in the organisation. This culture has fostered learning development by encouraging the sharing of knowledge. Therefore, coaching and mentoring have been related to the dissemination of knowledge as well as the development of skills at various levels. Thus, the productivity of the organisation could be increased by bringing positive change in the individuals through mentoring and coaching. The report has elaborated the detailed comparison between coaching and mentoring by including the key attributes and skills of an effective coach. The necessity of coaching and mentoring in the workplace has been discussed in the report with the description of the contrasting views of coaching and mentoring. 
A critical analysis along with its advantages and disadvantages has been elaborated in the report by following the theories of SMART Model. The critical analysis has been produced with the relevant examples.  However, a positive mentoring relationship has been referred to as the extreme impactful on the personal development of the employees. Mentoring has been recognised as a powerful tool in career development regarding ethics and etiquette of the organisation. Coaching and mentoring could provide an array for the benefits of the organisation. These two processes could also allow the employees to connect, learn and grow within the company as well as their career.
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