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[bookmark: _Toc182681527]Introduction
The purpose of this written report is to reflect on my peer to peer mentoring and coaching session provided in the practical assessment one and practical assessment two in order to improve my mentoring and coaching skills and proved knowledge on the subject and develop myself as a student during this module. The reflective model for this report will be Kolb Reflecting model, where for coaching and mentoring there has been used the Grow model and Johari windows (Raschick, 1998).
[bookmark: _Toc182681528]Definition of coaching and mentoring:
Coaching is structured short-term and goal-oriented relationship. A coach helps the individual to develop specific skills or achieve particular goals, often related to their professional life. The coach asks questions, provides feedback, and encourages self-reflection to help the individual discover their own solutions. Coaching is often focused on enhancing performance, overcoming obstacles, or developing specific competencies. Mentoring, on the other hand, is structured as a longer-term, less structured relationship. A mentor is typically more experienced than the mentee and provides guidance, advice, and wisdom based on their own experiences. The focus of mentoring is often on overall personal or professional development, career growth, and navigating challenges over time. Mentoring can also include some coaching elements but is more likely to be focused on broader life or career goals (Passmore, 2007).
[bookmark: _Toc182681529]Critical evaluation of the purpose of coaching and mentoring

[bookmark: _Toc182681530]Coaching in Teaching:
Coaching in the teaching profession is typically short-term, goal-oriented, and focuses on specific areas of a teacher's performance or skill development. The main purposes of coaching for teachers include:
1. Performance Improvement: Coaching helps teachers improve their performance in targeted areas. This could involve enhancing classroom management, improving lesson delivery, or developing better communication with students. For example, a teacher struggling with managing classroom behaviour might work with a coach to implement strategies that foster a more positive learning environment.
2. Skill Development: Teachers can use coaching to develop specific professional skills. This might include improving their use of technology in the classroom, developing better assessment practices, or refining their instructional techniques.
3. Achieving Professional Goals: Coaching helps teachers set and achieve specific goals. This could include mastering new teaching strategies, improving subject-specific knowledge, or preparing for career advancements, such as moving from a classroom teacher to a leadership position like a department head or instructional coach.
4. Behavioural Change: Coaching can help teachers modify specific behaviours that are hindering their effectiveness. For example, a teacher may need coaching to become more confident in their teaching style or to overcome a tendency to avoid giving feedback to students. (Vikaraman, 2017)
[bookmark: _Toc182681531]Mentoring in Teaching:
Mentoring in the teaching profession is a longer-term, more holistic relationship focused on broader career development, personal growth, and navigating the complexities of the teaching profession. The main purposes of mentoring for teachers include:
1. Career Development and Advancement: Mentoring provides long-term guidance to help teachers achieve their broader career goals. A mentor helps a less experienced teacher understand career paths, seek advancement opportunities, and transition into leadership roles, such as becoming a department head or even a school administrator.
2. Knowledge Transfer and Sharing Best Practices: Mentoring facilitates the transfer of valuable knowledge and expertise from experienced teachers to newer teachers. Mentors share strategies for lesson planning, classroom management, student engagement, and other aspects of the teaching profession. This can significantly accelerate a new teacher’s learning curve.
3. Personal and Professional Growth: Mentoring also addresses the holistic development of a teacher. Mentors guide mentees in reflecting on their teaching practice, understanding their strengths and areas for growth, and developing soft skills such as emotional intelligence, resilience, and leadership qualities.
4. Socialization into the School Culture: Mentoring helps new teachers integrate into the school community, understand the school’s norms and expectations, and build professional relationships with colleagues. A mentor offers advice on how to navigate school politics and how to connect with students, parents, and peers effectively.
In the teaching profession, coaching and mentoring both play crucial roles but serve different purposes. Coaching is short-term, structured, and focused on specific skills and performance improvements, helping teachers meet immediate professional needs. In contrast, mentoring is long-term, holistic, and relationship-based, supporting teachers’ overall career growth and personal development. While coaching may help a teacher refine their skills in areas such as classroom management or instructional strategies, mentoring provides broader guidance on career progression, leadership development, and integration into the school community. By understanding and using both coaching and mentoring effectively, schools can create supportive, dynamic environments that foster both professional excellence and personal fulfilment for teachers (Ingersoll, 2011) (Edwards-Groves, 2014).
[bookmark: _Toc182681532]Critical analysis of GROW model of coaching 
The GROW model is a widely used coaching framework designed to guide individuals through a structured process to achieve specific goals. The acronym "GROW" stands for Goal, Reality, Options, and Will. Each stage of the model provides a clear focus for both the coach and the coached, helping to break down the process of goal achievement into manageable steps. In the Goal stage, the coach helps the coached define what they want to achieve. This is a critical first step, as it sets the direction for the coaching process and ensures that the goal is specific, measurable, and realistic. In the Reality stage, the current situation is explored in detail. The coached is encouraged to reflect on their present challenges, obstacles, and resources, creating a clear understanding of where they are in relation to their goal. The Options stage is where the coach and coached brainstorm possible actions or solutions to address the issue. This step encourages creativity and exploration of different pathways forward. Finally, in the Will stage, the coached commits to a course of action, setting concrete steps and timelines for achieving their goal. The GROW model has several advantages, starting with its simplicity and clarity. Its straightforward structure makes it accessible to both coaches and coached, especially in situations where there is a need for focus and direction. The process breaks down a complex goal into smaller, more manageable components, which makes it easier for individuals to identify specific actions and outcomes. The model’s action-oriented nature also promotes accountability, as the coached is required to commit to practical steps that will lead to progress. This focus on action makes the GROW model effective for addressing immediate performance issues or skill development. Another strength of the GROW model is its flexibility. It can be applied in various coaching contexts, from professional development to personal growth. In the teaching profession, for example, a teacher might use the GROW model to improve classroom management skills. They would first define the goal, such as reducing student disruptions, assess the current classroom environment (reality), explore potential solutions (options), and commit to specific actions, such as implementing a new behaviour management strategy (will). This makes the GROW model adaptable to different situations, whether it's enhancing teaching skills or setting career goals. However, the GROW model also has limitations. One of the main drawbacks is that it can oversimplify complex issues. While it is effective for setting and achieving clear, short-term goals, it may not fully address deeper or multifaceted problems that require a more holistic approach. For example, a teacher dealing with burnout or systemic challenges in the classroom may find that the GROW model does not provide the depth of reflection needed to resolve these underlying issues. In such cases, a more comprehensive coaching model that explores emotional and psychological factors may be more effective. Additionally, the GROW model can sometimes lead to surface-level exploration of problems, especially if the coach and coached rush through the "Reality" and "Options" stages. If the coach does not probe deeply enough into the coached’s current situation or challenges, the solutions developed may not fully address the root causes of the problem. The model’s focus on action can also be a limitation if the coached is not yet ready to take concrete steps. In some situations, more time may be needed for reflection or emotional support before actionable steps can be taken (Carr, 2017) (Fletcher, 2012).
[bookmark: _Toc182681533]Reflection on Practical 1 
In reflecting on my first coaching experience using the GROW model through Kolb's model of reflection, I’ve gained valuable insights into my strengths and areas for improvement. In the Concrete Experience stage, I coached a coached who wanted to improve their Excel skills for their MBA course. I followed the GROW structure helping the coached define their goal, assess their current situation, discuss options for learning, and commit to a course of action. The session was brief, and while I followed the model, it lacked emotional depth and engagement. In the Reflective Observation stage, I realized that the session was too short and didn’t explore the coached’s emotions or motivations deeply. I focused more on the practical steps and didn’t fully apply the GROW model, especially in the “Options” phase where a wider range of solutions could have been explored. The feedback from my teacher highlighted these gaps, noting that the conversation lacked emotional energy and depth. In the Abstract Conceptualization stage, I recognized that I need to integrate more emotional intelligence and body language awareness into my coaching. This would help build a deeper connection with the coached, encouraging them to reflect more on their feelings and motivations. Additionally, a longer session would allow for a richer, more nuanced conversation that explores the coached’s obstacles and desires. In the Active Experimentation stage, I plan to improve by creating a more supportive, empathetic environment in future sessions. I will extend the session time to allow for deeper exploration, particularly in the “Reality” and “Options” stages. I’ll also work on using open-ended questions to encourage reflection and ensure the full GROW model is applied more effectively. Overall, this reflection has helped me understand the importance of emotional engagement and a detailed, reflective approach to coaching. By applying these lessons, I aim to improve my coaching skills and create more meaningful, productive sessions in the future (Smith, ) (Raschick, 1998).
[bookmark: _Toc182681534]Reflection on Practical 2
Reflecting on my first experience of mentoring using the Johari Window model, I applied Kolb’s Model of Reflection to critically assess my performance and identify areas for improvement. Kolb’s model involves four stages: Concrete Experience, Reflective Observation, Abstract Conceptualization, and Active Experimentation, which helps to break down and learn from real-life situations. This framework provides a structured approach to examine my mentoring session, focusing on both strengths and areas for growth. During the mentoring session, my mentee expressed a goal of becoming a lecturer in three years. To guide the conversation, I used the Johari Window model, which helps individuals gain self-awareness through feedback and self-reflection. We discussed the mentee’s teaching skills, such as communication, teamwork, and time management, and explored how their colleagues perceive them. The mentee also identified aspects of themselves that they hadn’t shared with others, including their ambitions and personal qualities. To help them move forward, I suggested increasing their involvement in academic activities, volunteering with lecturers, and applying for a university fellowship to gain credibility and visibility in the academic field. Reflecting on the session, I realized that while it was productive in some aspects, there were key areas where I could improve. The questioning was aligned with the Johari Window model, and I was able to help my mentee reflect on their strengths and self-awareness. However, I missed some important elements that could have enhanced the session. For instance, I didn’t properly greet the mentee at the beginning or provide a summary at the end. These framing elements are important as they give the session structure and help the mentee leave with a clear sense of the discussion. My suggestions, while helpful, were brief and lacked detail. Instead of simply suggesting that the mentee volunteer or apply for a fellowship, I could have offered more specific, actionable steps to help them achieve these goals. Additionally, the session felt a bit rushed, and I didn’t manage the time well, which affected the depth of the conversation. The feedback from my teacher highlighted the strengths of my session, such as asking the right questions and demonstrating strong listening skills. The use of the Johari Window model was praised, as was my energy during the session. However, the feedback pointed out areas for improvement, including my time management, the need for more detailed suggestions, and the absence of a proper greeting and summary. This feedback was valuable in helping me understand where I could improve to make future mentoring sessions more effective. In reflecting further, I realized that providing a more structured session would help both me and the mentee stay focused and ensure key points are highlighted. A proper greeting at the start, a summary at the end, and more detailed suggestions would help create a more comprehensive and supportive environment. I also recognized the importance of time management. Allocating enough time to each part of the mentoring process would allow for more in-depth discussion and reflection. Additionally, I understood that my mentee would benefit from more concrete advice and a clearer action plan to achieve their goal of becoming a lecturer. For future mentoring sessions, I plan to incorporate these lessons. I will ensure that I begin each session with a proper greeting and end with a summary, which will provide structure and closure. I will also work on offering more detailed, actionable suggestions to help the mentee move forward with their goals. Improving time management will be a priority, allowing for sufficient time for reflection and goal-setting. By incorporating these elements into my mentoring practice, I aim to provide more effective and supportive mentoring experiences for my mentees. In conclusion, Kolb’s reflective model has provided a valuable framework for analysing my first mentoring session. While I was able to facilitate self-reflection and offer useful feedback, I identified several areas for improvement, particularly in providing structure, offering detailed suggestions, and managing time. By focusing on these areas, I aim to enhance my mentoring practice and better support my mentees in achieving their goals (Raschick, 1998) (Bamford, 2011) (Akella, 2010).
[bookmark: _Toc182681535]Conclusion 
In conclusion, this reflective report has provided valuable insights into my mentoring and coaching practices, focusing on the application of the GROW model in coaching and the Johari Window model in mentoring. Through Kolb’s Model of Reflection, I have critically evaluated my experiences and identified both strengths and areas for improvement. My reflections on the coaching session revealed the need to deepen the emotional connection with the coached and better manage time to allow for a more thorough exploration of their challenges and goals. Similarly, in mentoring, I recognized the importance of structure, including a proper greeting and summary, and offering more detailed, actionable advice. Feedback from my teacher highlighted key strengths in my questioning and listening skills but also pointed out the need for more time management and detailed suggestions. These reflections will directly inform my future practice as a teacher. I have learned that creating a supportive, empathetic environment, while ensuring structure and time management, is essential for effective coaching and mentoring. These skills are transferable to the classroom, where building positive relationships with students and offering clear, actionable feedback are crucial. Additionally, the ability to listen actively, provide constructive advice, and manage time effectively will be valuable in supporting student development. By applying these insights, I will be better equipped to guide students, foster a positive learning environment, and enhance my own professional growth as a teacher.
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