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[bookmark: _Toc171072644]Introduction 
This self-written reflection focuses on the analysis of my coaching and mentoring practice within the work setting as a form of structured reflection. I will employ the Force Field analysis and Gibbs Reflective Cycle for the reflective approach of this particular reflection (Hymans, 2019). In the given case, coaching can be described as an individualized, developmental relationship where an auxiliary is provided to become more skilled, perform better, and progress in one’s career through purposeful partnering. Mentoring, however, refers to the process in which one with more experience assists another person with less experience in the same field, by providing them with advice, information and guidance, which helps in personal and or professional development. Thus, while development is a common goal of both coaching and mentoring, the two practices differ in terms of time horizon, which is normally short for coaching as opposed to the long-term nature of mentoring (Garvey, 2018). To provide constructive criticism, a coach must exhibit active listening, empathy, patience, and other traits. The above traits are essential for a positive and supportive environment. The GROW coaching paradigm, its significance, and its practical implementation in diverse circumstances will be discussed first, together with the Mentor-Coach Framework principles. After a critical analysis, I will describe coaching and mentoring and their use from literature and personal experience. 
 



[bookmark: _Toc171072645]Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring are important tools in organizational development as they have different yet interdependent functions in an organization. The primary focus of coaching exists in the improvements of performance, the acquisition of certain skills, and other career-related objectives. This is done by engaging in activities that would create well-defined and scheduled interactions with well-defined and achievable objectives. Coaching is for instance used for performance enhancement, executive internship and to support change in the workplace (Grant, 2017). For instance, a sales team is likely to undergo coaching in the sales practices and processes to enhance the size of the sales. While coaching entails short-term issue-solving, often with an emphasis on the business aspect of an employee’s life, mentoring focuses on the creation of a long-term, positive relationship meant for the enhancement of the person and his or her career (Kram, 1985). Mentors offer information, including career information, which assists the protégé in his or her organizational progress, addressing obstacles, and attainment of one’s full capability. An example of coaching could be a mentor selecting a junior employee for a management position and helping them to acquire adequate skills. 
Peculiarities of the systems of coaching and mentoring can be described and compared in the following aspects. Coaching is characteristically for a brief duration and solution-oriented based on the coaches’ current requirements and goals (Whitmore, 2009). It can be carried out in systematic meetings within a certain timeframe or schedule and the main role of the coach is to guide the coaches to arrive at the solutions and strategies. On the other hand, mentoring is more of a long-term relationship that requires the development of the mentee as a person. The information exchange is less structured but more of a deep conversation between the mentor and the mentee that could include career paths, what the various persons or the mentee hold dear, and their overall life goals (Ragins and Kram, 2007). Literature supports the distinction between job coaching and mentoring. Grant and Cavanagh say coaching structures train competencies and performance indicators. Coaching is especially useful when immediate action or improvement is needed, they say. Mentoring, as described by Kram and backed by Allen et al., is efficient for knowledge exchange and management, career advancement, and succession. Bourdieu says that mentoring gives the mentee an acceptable view of the organization's personality and space and a safe space to establish a new habitus. 
However, there are similarities between coaching and mentoring, which include; increased employees’ productivity, job satisfaction, and organizational commitment (Hymans, 2019). Both practices play a tremendous role in fostering an effective climate that embraces learning organization and where there is an encouragement of organization members to continue learning as well as sharing knowledge. For example, an organization introducing both coaching and mentoring initiatives in its training solutions will be able to establish a combination of short-term efficiency improvement and long-term personnel advancement. 
[bookmark: _Toc171072646]Critical Analysis of a Specific Model of Coaching: The GROW Model
When determining the style of coaching in the given analysis, one of the most popular structures, I have selected the GROW model for the analysis. The GROW model is used by John Whitmore and consists of the Goal, Reality, Options/Obstacles, and Will (or Way forward). This model has a clear sequence of stages that a coach has to go through to meet the planned goals (Whitmore, 2009). 
[image: The GROW model Coaching Framework | Culture at Work]
Figure 1: The GROW model. 
Source: (Yates, 2022).
The first of these is Goal where the coachee identifies what they want. It is during this stage that functional and detailed goals need to be established. The second of the four phases is called Reality, which entails a healthy analysis of the present state of affairs, issues, and context. The third one is more focused on the options or the ways how one could eliminate the problem or get over the hurdles. Last, of all, the Will stage is a stage where the coachee personally opts for action and ensures that he or she maps out a course of action to fulfil the core desired outcome. The GROW model is quite helpful and has the following advantages (Yates, 2022). It is easy to understand regardless of the level of knowledge that the reader may possess from a beginner coach to an experienced one. The structured form of facilitation means that there is a lot of achievement during the coaching sessions because of the goals that are set. The delegation of leadership to the subjects lets the coachees be in charge of the improvement process, which is always healthy when hoping for change. This model is most useful in performance coaching since here targets that require focal attainment have to be well defined in terms of behaviour, quantifiable and attainable within a given time. For instance, a project manager can apply the GROW model specifically to increase the performance of their teams with the help of clear objectives and plans of action. 
Nevertheless, in this study, I have found some limitations of the GROW model. It may not be applicable in some complicated and unclear scenarios of the coachee’s work where the goals are less clear or when the coachee requires generic overhauls. The model might not consider other factors that hinder the achievement of the set goals such as psychological barriers which need a different kind of treatment (Hoidn & Ritter, 2021). The technique relies on coachees' skill and willingness to think and explore options, which may be difficult for those with low self-esteem. The GROW model works best in sales coaching. A sales professional who wishes to increase their monthly sales quota can use the GROW approach. The sales professional is guaranteed not to drift aimlessly when approaching consumers via the Internet and other communication channels, so they stay productive and motivated to meet sales goals. 
 


[bookmark: _Toc171072647]Reflection on Practical 1 
In this section, I will utilise the Gibbs Reflective Cycle to reflect on the first of the assessed experiences which is coaching and goal setting (Turner et al., 2018). The cycle comprises six stages: A model of reflection also called by Gibbs is as follows: Goals, Subjects, Attitude to the Subject, Emotions felt, Consequence, Evaluation, and Summary of the experience. 
[image: The Gibbs Reflective Cycle - Free Template Download & Guide]
Figure 2: The Gibbs Reflective Cycle. 
Source: (Williams et al., 2014).

Table 1: Reflection on Practical 1
	Reflection on Practical 1

	Description
	The first practical was a peer coaching session in which I aimed to help the coachee set a professional using the GROW model (Williams et al., 2014). It started with the creation of a relationship with the patient and then followed by the common features which were Goal, followed by Reality, Options and finally Will. The coachee intended to increase effective time management to increase efficiency in the workplace.

	Feelings
	In the beginning, certain apprehension was observed regarding the ability to implement the GROW model and also, to assure the coaches ‘comfort (ed.ac.uk, 2023). Although, as the session went on confidence increased and this was down to the GROW model as it follows a set template. This coach was enlightened and made to take active participation and even note down plausible courses of action.

	Evaluation
	The coaching session revealed the following strengths. GROW model provided a foundation for useful debate. The coachee was able to convey the aim clearly and liked the coherence of going from a current state evaluation to possibilities (Potter, 2015). The event had various enhancement opportunities. The session was fast, especially during the Optioning section, and more time should have been spent brainstorming options. Making the coach feel like he owns the solutions rather than prescribing what to do most of the time was another problem.

	Analysis
	My Analysis of the facilitation showed that the GROW model guided the session. Its simplicity and simple structure kept it focused on all performance aspects and tracks. Coach interaction supported the paradigm for goal setting (Naudé, 2016). However, the Options stage feels rushed, indicating poor time management in the session. It also stressed being sympathetic but not over-directive to help the coach find solutions. Thus, instead of asking particular questions, coaches should use more generic inquiries to encourage deeper thinking.

	Conclusion
	This session brought out time management and preparation a key issue that needs to be observed well by a coach. The processes in the GROW model were orderly thus the flexibility in the model was helpful but the strictness of the model had to be modified to fit the coachee (O’Doherty, 2022). It also highlighted the need to engage the coach in active listening and use probing questions that have open-ended questions to encourage the coach to reflect on the set goals.

	Action Plan
	In future coaching meetings, the time division plan will be well-outlined to explore all GROW model stages. More open-ended inquiries will encourage coach participation and identification. Requesting coach comments after the session will help me to identify areas for intervention improvement (Forde & O'Brien, 2011). For instance, in the next subsequent session, I decided to spend more time on the Option stage and ended up asking the coachee to give feedback on how the pacing and structuring of the session was done.



Through the use of the Gibbs Reflective Cycle, there is the realisation that has been generated from the experience that will enhance better future coaching procedures. 
 
[bookmark: _Toc171072648]Reflection on Practical 2 
In this section, I have applied the Force Field Analysis to analyse the second assessed experience which relates to both mentoring and providing feedback (Falbo, 2017). In the last few weeks, I engaged myself as a peer mentor to another employee, Willium, who wants to advance to the management level in our construction firm. He is at the moment in management training, and I additionally stood ready to give him Feedback about the Force Field Analysis.
[image: ]
[bookmark: _Toc170576204][bookmark: _Hlk170575815]Figure 1: Force Field Analysis. 
Source: (Falbo, 2017).
To begin with, I engaged in active listening while Willium was expressing his ideas and objectives concerning the training as well as any difficulties he experienced. I guided him to finally point out his strengths as to technical ability which he expressed as having been involved in construction sites. Thus, we resorted to Force Field Analysis to proceed to the next level of inquiry. Here, I provided the list of the “drivers” to enhance the support of the person to become a manager. Others were his past and present experience, ongoing training, and of course genuine interest in leadership (MacLennan, 2017). Nevertheless, I am not afraid of the “restraining forces” either and included them in the analysis. These might include the lack of specific management experience, the possibility that he is comfortable in the current job position, and even supernatural fears regarding the supervisory role. Thus, through the visualization of these forces, it was easier to have a precise conversation. About the driving forces, it is possible to extend the experience by observing managers learn from them or take more responsibilities if it is within the capacity to advance to a higher rank. Likewise, the restraining forces and possible ways to cope with them were also outlined. Maybe increasing delegation skills or studying typical management issues can decrease his concern. 
In summary, it can therefore be seen that the Force Field Analysis was helpful for our mentoring session. It proved to be a useful framework for breaking down the situation and coming up with recommendations towards Willium's objective. Thinking about the session, I think, the most effective things I used were active listening and questioning. I assisted Willium in expressing his ideas and complaints coherently (Mouton & Wildschut, 2015). To reduce digressing and to cleanse, major points which have been made in the course of the conversation were summarized to consolidate them. Because I have been a mentee in the past, I consider how it feels to receive feedback from other people therefore my focus will be to provide constructive feedback in an encouraging setting. As a result of identifying quite tangible areas of improvement and providing my recommendations, I helped William enhance his overall management career goal. Overall, this made me appreciate the concept of peer mentoring as well as Force Field Analysis particularly when it comes to policies and changes in one’s career path. I believe that this session will help Willium obtain important information when he moves up the ranks toward a managerial position. 


[bookmark: _Toc171072649]Conclusion 
This written proposal has closely looked at the development of coaching and mentoring tools within the workplace and their main use, as well as the various models available, supported by real-life experiences. Another method, the GROW model of coaching which implies strict stages like Goal, Reality, Options, and Will, can be effective in setting clear goals, but it would be precise to state that it is rather rigid in terms of time management and may need flexible amendments. In the context of the study, the feedback sandwich method in the mentoring process contributed to the creation of a POSITIVE behavioural environment in giving feedback, and ensuring that constructive critique is balanced by appreciation (Parsloe & Leedham, 2022). The GROW model discussed by Whitmore and Kram’s frameworks depicts the differences in the roles of these strategies in organizational learning. While coaching is concerned with change in the shortest time possible, mentoring aims at developing the individual and his or her career in the long run. I have learned that to be effective in mentoring and coaching, adequate preparation should be done, and the listener should pay attention well and give detailed feedback where necessary. In future practice, these findings will be applied by focusing on the coordinated objective setting, and non-linear feedback combined with active appreciation of the coachee’s or mentee’s needs and preferences. Incorporation of these reflections into the work settings will improve how developmental interactions are conducted hence promoting supportive and continuous growth.
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Force field analysis is a tool that helps you visualize and evaluate
the forces that affect a situation or a change.
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