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[bookmark: _Toc193385121]Introduction 
This report aims at discussing the concepts of coaching and mentoring as they are applied in workplaces. The report further provides a reflection on the coaching and mentoring practical sessions that I completed in task 1 and 2. The reflection on the two tasks will be carried out using the Borton model of reflection, which guides students through a reflection exercise based on three steps namely, "What? So What? Now What?" (Chen, 2023). In the discussion on coaching and mentoring, the report will evaluate the GROW model of coaching and compare and contrast the two processes. According to Ali, Wahi and Yamat, (2018), coaching is the process of developing an individual’s performance by focusing improving specific skills identified for improvement while mentoring is the process of holistically improving an individual by guiding them through the different aspects of personal and professional development over an unspecified period.        
[bookmark: _Toc193385122]Critical evaluation
Coaching and mentoring have important roles in improving the overall productivity of workforces in the workplace. One of the purposes of coaching in the workplace is performance enhancement where employees can be coached to gain more skills and improve their performances (Tompkins, 2018). Another important purpose of coaching in the workplace is improving the engagement levels that employee have when performing their tasks. When employees are coached, they gain a higher understanding of their roles, which improves their engagement levels (Passmore, van Nieuwerburgh and Barr, 2019). The third important purpose of coaching in the workplace is upskilling where employees are introduced to new and higher levels of skills that enable them to perform more demanding and important roles (Ebrahimi, 2024). Upskilling enables employees to earn promotion where they take on more responsibilities in the workplace.
Mentoring in the workplace has important purposes that enable employers to improve the abilities of their employees. For instance, mentoring is applied to enable personal development for employees where they are helped to improve in aspects that are not directly related to their tasks such as time management and effective communication (Mullen and Klimaitis, 2021). Another important purpose of mentoring in the workplace is guiding employees on career development. Mentors give mentees advice on how and when to take the steps that are required for career development that enables employees to increase their value to their organisations. Finally, mentoring is important in the workplace as it leads to leadership development. Part of the process of mentoring involves equipping employees with qualities that enable them to lead teams in the workplace. Developing leaders is important as it improves the individual employees and the workplace as a whole as leadership qualities are critical for development of a productive workplace (Nunan, Ebrahim, and Stander, 2023).
Coaching and mentoring are based on different viewpoints, which makes the two processes impact employees differently. The first point of contrast between coaching and mentoring is on their focus as coaching focuses on improving specific skills by achieving defined goals while mentoring focuses on improving an individual holistically (Ali, Wahi and Yamat, 2018). The second point of contrast between the two processes is on the approach that a coach and a mentor assume. In coaching, a coach adopts a structured approach that is goal-oriented while in mentoring, a mentor assumes an unstructured approach where the relationship with the mentee is wide and encompasses advice and general guidance. The two processes also differ based on the type of relationship that exists between a coach and an employee, and a mentor and an employee. In coaching, the relationship is short and its continuity is determined by the achievement of the coaching goals established. On the other hand, the relationship in mentoring is long-term as it does not depend on the achievement of any particular task (Ali, Wahi and Yamat, 2018).
Coaching and mentoring are also comparable as they have key similarities. The two processes are comparable based on their impact on employees as they both improve employee abilities. Secondly, both processes involve effective communication between the individuals involved as information has to be passed both ways. Without effective communication, both coaching and mentoring will not be effective in improving employees. Finally, both coaching and mentoring focus on unlocking the potential of employees. When implementing the two processes, employers aim at ensuring that coaches and mentors bring out capabilities in their employees that will enable them to achieve more success.    
[bookmark: _Toc193385123]Critical Analysis of The GROW Model of Coaching
The GROW model of coaching involves four elements namely, Goal, Reality, Options, Will (Rahman, 2023). In the first element, a coach works with the person they are coaching to establish a clear goal based on what the coachee would want to achieve. The process of setting the goal is important in coaching as it enables both the coach and the person receiving the coaching to have a clear idea of what the process will aim to achieve. Rahman (2023) notes that in the second element involves establishing the reality of the individual in relation to his or her capabilities and capacity. Establishing the current reality of the person receiving the coaching is important in coaching as it enables the coach to plan the coaching process and build on the individual’s current capacity. In addition, understanding the current reality enables the coach to understand the challenges that may hinder achieving the established goal. In the third element, the coach together with the individual explore the options available for overcoming the challenges and achieving the set goals. When exploring the options, the GROW model requires that the coach guides the individual through a critical thinking process that evaluates the available options. The final element of will in the GROW model involves commitment by the individual where he or she demonstrates the will to implement the strategies that will help him or her to achieve the set improvement goals (Rahman, 2023).
The GROW model of coaching has advantages and disadvantages depending on the contexts and purpose for which it is used. The main advantage of the model is its clarity as it provides a short and precise framework for carrying out a coaching process (Grant, 2022). In addition, the model introduces clarity into a coaching process as it guides the coach and the individual to establish a clear goal and clear strategies that can help the individual achieve their development goals. Another important advantage of the GROW model is its that it empowers the individual receiving the coaching. The model allows the learner to work together with the coach, which empowers them to contribute to the coaching process. Moreover, the GROW model promotes accountability in coaching as it enables a learner and a coach to establish whether the coaching goals have been achieved or not (Grant, 2022). The above advantages make the model useful in business organisations where employees need to improve on specific skills that are important to the organisation and their performance such as customer relations and sales. However, the model has been criticised for being narrow and too focused on employee performance. The establishment of specific goals in the model makes the coaching process focus on the goals alone and ignore other overall competencies that an employee needs (Grant, 2022).  
        
[bookmark: _Toc193385124]Reflection on Practical Coaching Experience
What?
In my coaching task, I utilized the GROW model to guide my student. I chose the GROW model for its simple structure that enabled me to break down the coaching challenge into achievable goals for the student. During the coaching process, I focused on the ‘Goal’ element of the GROW model and helped the student set the goals that would allow him to improve. The goal that was the focus of the coaching process was helping the student improve on time management such that he can deliver all his projects in time. According to the student I was coaching, the achievement of the goal was to be measured by a successful submission of all projects before their stated deadlines. The student further pointed out that achieving the goal was important to him as failure would mean he would continue being late in submitting his projects, which would negatively impact his morale.   
So What?
Focusing on the goal in the GROW model of coaching was informed by the fact that the student’s goal formed the most important part of the coaching process to him. Both myself and the student considered it to be critical that we get the goal right because all the other elements of the model depended on how accurate we define the goal. The questions I asked the student helped understand the improvement goal he was seeking to achieve from the coaching process as I designed them to help me understand what the goal was, how he will know he has achieved the goal, and what were the consequences of failing to achieve the goal. What went well in the coaching process was the collaboration the student demonstrated as he answered the questions I asked in an informative manner. One thing that did not go well during the coaching process was the failure to apply the other elements of the GROW model in full.  
Now What?
Detailing the lessons that one learnt from an exercise is important in reflection as it enables them to incorporate the lessons in future exercise (Silver et al., 2023). The first lesson I learnt was that getting the goal right is the most important element in the GROW model. I learnt this lesson from the benefit I experienced from learning the goal of the student I coached in detail. In the future, whenever I get the opportunity to conducting a coaching session, I will focus on goal setting as this is vital in getting the coaching process right. The second lesson I learnt from the coaching process was that involving the student is important if one is to be successful in a coaching exercise. I learnt this lesson from experiencing how the questions I posed to the individual generated information that was important in the coaching process. In my future coaching exercise, I will put this lesson into action by ensuring that I establish a meaningful collaboration with the students I coach so that the coaching process can benefit from their input. 
[bookmark: _Toc193385125]Reflection on Mentoring Practical Experience 
What?
The mentorship practical involved mentoring my patterner in the module using the force field analysis tool. The mentoring practical focused on mentoring my partner to improve on the performance of his team that he had noted to be underperforming. Based on the force field analysis tool, I helped him identify the driving forces that were helping him improve the team’s performance. Some of the driving forces included his awareness of the team performance issues his understanding of how one person’s performance can affect the team. The restraining forces we identified included collaboration issues among team members and tension between some team members. I provided feedback based on his input where I used the opportunity to point out areas where he could improve, which included the need to focus more on team dynamics and less on individual improvement. Based on my feedback, my partner resolved to implement strategies that would improve team dynamics such as problem-solving workshops and shared digital workspaces for communication.      
So What?
Understanding what went well and what did not go well in reflection is important for improvement in similar exercises in the future (Boud, Keogh and Walker, 2013). Looking back on the mentoring practical, there were things that went well and others did not go well. The positive thing about the practical mentoring process was the collaboration with my task partner. He collaborated by answering all the questions that I asked in order to mentor him well and in detail. The reason the mentee was able to answer the questions as well as he did was because I framed the questions clearly and he had knowledge of the coaching process that was the subject of the mentoring practical. 
One of the things that did not go well in the mentoring practical was the fact that I had a hard time identifying all the driving and the restraining forces in the force field analysis to determine what helped his performance as a coach and what derailed his performance. I had a hard time identifying the two types of forces was because I did not have experience with the force field analysis tool. When I was struggling to identify the forces, I felt bad as I considered myself not to be good enough. However, when I finally identified the right forces that should be in the force field analysis, I felt good about my capacity as a mentor.   
Now What?
The most important lesson I learnt from the practical mentoring task was that understanding the capacity of the mentee is important in having a successful mentorship process. I learnt this lesson after reflecting on the fact that the knowledge of my mentee about his performance made it easy for me to mentor him. I also learnt that collaborating with the mentee is essential for successful mentoring and that failure to do this can lead to an ineffective mentoring process. The lessons I learnt will inform my future practical mentoring processes as I intend to incorporate them into my future practice. Based on the lessons I learnt, I will ensure that I establish the level of understanding that my mentees have about their roles. Moreover, I will intentionally create a good professional relationship with the people I mentor in order to improve the mentorship process. 
[bookmark: _Toc193385126]Conclusion 
The reflection report has shown that the GROW model of coaching is effective in helping coaches achieve the goal of improving the individuals they coach. An evaluation of the model shows that its advantages make it worth using even with the disadvantages it has. The report has further shown that coaching and mentoring are different in how they approach the goal of improving employees. The reflection on the two practical exercises on coaching and mentoring have provided information that will benefit my future exercises on the two processes. I have learnt that in both coaching and mentoring, it is important that one builds a good relationship with the people he or she is coaching. Based on this lesson, I will make the point of creating a good professional relationship with the individuals I coach or mentor in the future.
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