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[bookmark: _Toc185949125]Introduction
Tools of coaching and mentoring are widely recognised to be at the core of both personal and vocational development across all levels within organisational settings. This report reflects upon considered practical experiences regarding sessions of coaching and mentoring. Their effectiveness, and significance in fostering growth and performance, are considered applying Gibbs' Reflective Cycle 1988 for critical reflection on these experiences, thereby underlining insights on their impact and potential for enhancement. Coaching is a structured and goal-oriented process that focuses on the improvement of performance, solving challenges, and attaining pre-defined objectives (Garvey, Stokes and Megginson, 2021). The coaching relationship is generally short-term with the facilitation of models such as the GROW model in finding practical solutions. Contrariwise, the mentoring process focuses on long-term development based on a supportive relationship; it mainly considers career development, building confidence, and sharing of knowledge. According to Clutterbuck (2014), while coaching addresses immediate skills and performance gaps, mentors foster broader personal and professional growth. Effective coaches and mentors share most of the key qualities: active listening, empathy, and giving constructive feedback (Parsloe, Melville Leedham and Newell, 2022). Finally, they can provide a safe place for a collaborative environment where reflective practice and discovery can occur. 
[bookmark: _Toc185949126]Explain Coaching and Mentoring
[bookmark: _Toc185949127]Coaching and Mentoring Defined
Coaching is a structured and goal-oriented process through which the coach supports the coachee to achieve a specific personal or professional goal. It focuses on skills development, performance improvement, and reaching measured outcomes by using tools such as questioning, feedback, and goal setting. Whereas mentoring is the relational process in which a more experienced individual guides the less experienced person through life. It places greater emphasis on long-term development by way of advice, knowledge sharing, and growth within a wider perspective (Clutterbuck, 2014).
[bookmark: _Toc185949128]Advantages and Benefits
Coaching enables individuals to enhance skills, instill confidence, and achieve concrete results, while for the organization, it ensures that performance, productivity, and innovation come from its employees.

Mentoring develops talent through career development and knowledge building, leading to job satisfaction. Organizations profit from increased retention, leadership development, and a culture of learning. Both approaches empower the individual, improve workplace relationships, and connect personal development to organizational growth (Hawkins, 2018).
[bookmark: _Toc185949129]The 10 Effective Coaching Skills and Their Importance
[image: Sean McPheat on LinkedIn: Coaching is a key skill. Here are 10 effective  skills to master. Please… | 13 comments]
[bookmark: _Toc185949130]Listening
Active listening is a foundation needed in any coaching. This means focus on the subject, understanding, and response only, but without judgments. During the time one demonstrates genuine interest, one develops trust and opens opportunities for communication while creating support for one's concerns.
[bookmark: _Toc185949131]Questioning
Open-ended and reflective questions enable coachees to explore their own thinking, clarify their aims, and bring self-awareness. Good questioning opens up assumptions and stimulates critical thinking, which empowers people to find solutions for themselves (Perry, 2019).
[bookmark: _Toc185949132]Building Rapport
A good rapport establishes a favourable relationship between the coach and the coachee. The coach shows empathy, understanding, and respect by creating a safe place where the coachee feels valued and motivated to engage in the process.
[bookmark: _Toc185949133]Empathizing
Empathy lets the coach understand the feelings and perspectives of his coachee. This helps in building emotional connections, which thus enables the coach to offer support as per individual needs and mutual understanding (Hawkins, 2018).
[bookmark: _Toc185949134]Summarizing and Reflecting
Such key point summaries and reflection of discussions further help the coachee note their progress or increase in the clarity of any problem. Reinforcing understanding reinforces this insightful self-reflection for more actionable insights.
[bookmark: _Toc185949135]Unlocking Limiting Beliefs 
Coaches support clients to discover and challenge self-created constraints to growth. Clients will learn how negative thoughts restrict their beliefs and then develop a growth mindset by learning to break down those barriers, move into living up to one's full potential (Clutterbuck, 2014).
[bookmark: _Toc185949136]Staying Focused
This keeps the conversations aligned to the coachee's goals and ensures productive outcomes. The focused coach avoids distractions for the coachee and keeps him on track with the accomplishment of his objectives.
[bookmark: _Toc185949137]Being Non-Judgmental and Open-Minded
The successful coach is inclusive, letting go of judgment, opening up to different perspectives. It fosters honesty and creativity, thus providing a collaborative, enabling relationship (Perry, 2019). 
[bookmark: _Toc185949138]Constructive Feedback 
The feedback given shall be balanced and actionable, therefore, enabling the coachee to comprehend their strengths and weaknesses. Such effective feedback would eventually motivate them to grow and reinforce their commitment toward development. 
[bookmark: _Toc185949139]Resisting Temptation to Tell 
Coaches never give the answers but allow the coachee to find ways themselves. In that way, autonomy is developed, critical thinking, and assuredness are too-and growth is surely sustained (Hawkins, 2018).
[bookmark: _Toc185949140]A Critical Analysis of the GROW Model in Coaching
[image: The GROW model Coaching Framework | Culture at Work]
[bookmark: _Toc185949141]GROW Model Defined
Very often, the GROW model, as introduced by Whitmore, (2010), is one of the most applied frameworks in coaching that enables a structured and systematic way of influencing personal and professional growth. The acronym GROW, therefore, stands for Goal, Reality, Options, and Will-that is, the four main stages of a coaching session (Sir John Whitmore, 2014).
· Goal: A session always starts with the clear identification of an objective that the coachee wants to achieve. This stage ensures focus and alignment and most commonly makes use of the SMART goals framework to make objectives actionable and measurable (Rosinski and Rosinski, Philippe, 2003).
· Reality: The coach facilitates the coachee in exploring his or her present reality by pointing out both the challenges and resources, and showing opportunities. There is reflective questioning at this stage to clearly understand the context of the coachee.
· Options: The focus of the stage is on brainstorming strategies and solutions. A coach facilitates creativity; no suggestions are given as such, and the coachee generates his ideas (Erik de Haan, 2021).
· Will: The final step wherein translation of the selected alternatives is done into an actionable plan. At this stage, the coach helps the coachee commit to certain specific steps and timelines to foster accountability and motivation (CIPD, 2023).
[bookmark: _Toc185949142]Critical Analysis
[bookmark: _Toc185949143]Advantages:
· Clear Structure: The growth model is a practical, logical process that will set coaching sessions focused and productive.
· Empowers Self-Discovery: Thus, pressing for open-ended questioning, the model provides for the building of self-reflection by the coachees in arriving at their solution and, thus, becoming autonomous.
· Adaptability: It is applicable in various frameworks, like career planning, skill development, and performance enhancement; hence, it is a practical framework when it comes to varied coaching needs.
[bookmark: _Toc185949144]Disadvantages
· Over-Dependence on the Skill of the Coach: The success of the model lies squarely in the effective ability of the coach to ask insightful questions; without which, the session would lack depth and direction.
· Limitation of time: The time factor does not allow the exploration of all the stages in great depth; most especially options and will stages, which may result in superficial results (Thornton, 2010).
· Focus on Practicality: The model is solution-focused, although it may fail to dig deeper into emotional or psychological barriers that would impede the progress of the coachee (Hawkins, 2018).
[bookmark: _Toc185949145]Practical Application Examples
The GROW model proves particularly helpful in structured problems and goal setting. Such an example might be that through the GROW model, an employee who struggles with time management can set a SMART goal of researching current inefficiencies, brainstorm solutions such as prioritisation techniques, and commit to using a daily planner. Alternatively, a leader faced with poor team performance might use the model to discuss how to ramp up communication and collaboration.
[bookmark: _Toc185949146]Reflections on Practical 1: Peer Coaching
[bookmark: _Toc185949147]Description 
The mentoring session focused on establishing a goal with my colleague that would help him enhance his time management skills. Following the GROW model, in the opening stage of the session, a specific and measurable goal was established; that is, to plan and adhere to a daily schedule. The second element looked at his present reality: he had been experiencing issues regarding distractions, especially by social media and poor prioritising (Sir John Whitmore, 2014). Options such as using a planner or the Eisenhower Matrix, after brainstorming, were embraced before committing to a Will, where the coachee decided to trial the planner approach for one week. I used active listening throughout the session by asking open-ended questions and summarising. Mainly, this helps in clarity and ensures that they remain engaged. The session went well; all the same, I feel that I would have controlled the time factor better and dug deeper at the Reality and Options stages.
[bookmark: _Toc185949148]Feelings
Initially, I was in a place where I could feel confident about applying the structured framework taken from the GROW model. Moving through the session, I was relieved yet somewhat challenged to keep the flow going within the 15-minute time scale. I felt satisfied toward the end when the coachee seemed to be satisfied with her concrete plan, although I knew what I could have done better.
[bookmark: _Toc185949149]Evaluation
Several things went well in the session:
· Active Listening: I listened actively to make sure that whatever the coachee said, he felt heard created a feeling of trust and open communication (Perry, 2019).
· Clear Structure: This was based on the GROW model, and it logically flowed, sticking to the goal.
· Collaborative Approach: Because the coachee came up with their solutions, they were much more likely to feel empowered and committed to their course of action.
However, there was room for improvement in:
· Time Management: Time spent at the Reality stage was perhaps overly spent, leaving only scant time to go deeply into exploring Options.
· Probing Questions: A few of the questions that I asked were superficial, which, if more profound, would gauge further information concerning the coachee's problems and possible strategies.
[bookmark: _Toc185949150]Learning Outcomes 
This session helped me enhance my coaching skills, especially regarding rapport-building and leading a structured conversation (Content Team, 2024). The coachee's feedback also included that active listening and summarising had helped them keep things clear and focused. However, they did mention that I might have skipped over the whole exploring of their challenges section, which provided valuable insight for improving my questioning techniques (Perry, 2019).
[bookmark: _Toc185949151]Application to Future Practice
This has underlined the importance of balancing time across all stages of the GROW model. In the coaching sessions I adopt in the future, I plan to: 
· Use a timer to allocate time evenly across stages. 
· Practice deepened questioning techniques that foster reflection and insight. 
· Seek more feedback from coachees on my continuous fine-tuning approach. 
[bookmark: _Toc185949152]Reflection on Practical 2: Peer Mentoring
This section reflects on my mentoring session using the Johari Window model, which helped in feedback and gaining insight by my mentee. I will now use Gibbs' Reflective Cycle (1988) to assess the process, noting areas that require adjustment and summarising lessons to be learned for future mentoring (Rogers, 1980).
[bookmark: _Toc185949153]Description 
The session was meant to provide constructive feedback and heighten the mentee's self-awareness through the use of Johari Window. We started with the Open Area, where he identified his strengths: dependability and stability. It was in the Blind Area that I gave him feedback about his tendency to pay so much attention to efficiency because sometimes that resulted in a lack of diverse perspectives in discussions within groups (Rogers, 1980).
The Hidden Area shared overcommitting to tasks and thus often feeling overwhelmed. Finally, the Unknown Area invited reflection on leadership skills, hitherto unknown, in the course of a recent challenge. The session allowed me to arrive at active listening, given rapport, and constructive feedback delivery. While the session was able to accomplish what it was supposed to, more in-depth self-analysis could have been facilitated, especially in the Hidden and Unknown Areas.
[bookmark: _Toc185949154]Feelings
I felt quite confident in using the Johari Window, as it was explicit and relevant to the situation. Any kind of open response by the mentee reassured me, hence there was substantial dialogue (Garvey, Stokes and Megginson, 2021). Their sharing, about personal challenges, put a sense of responsibility to make sure feedback was actionable and constructive. However, toward the end of the session, I found that I could have done more in terms of balancing the time of each stage to delve further into insights.
[bookmark: _Toc185949155]Evaluation
Several things went well in the session:
· Empathy: It means I provided a non-judgmental space for them, encouraging openness and collaboration.
· Constructive Feedback: Feedback in the Blind Area was very well-received, provoking reflection that was actionable (Garvey, Stokes and Megginson, 2021).
· Application of Johari Window: It gave me the framework to examine strengths and avenues for growth.
However, there were areas of improvement:
· Encouraging Self-Discovery: Lots of probing questions might have been posed to enable further elaboration, especially in the Hidden and Unknown Areas.
· Time Management: Spending a great deal of time in the Open and Blind Areas constrained the discussion in the later stages (Cook and Poole, 2016).
[bookmark: _Toc185949156]Learning Outcomes
This session improved my mentoring skills, particularly in:
· Delivering Feedback: I also learned to balance constructive criticism with positive reinforcement.
· Empathy: Active listening raised the level of trust and openness during the conversation. 
· Tool Application: The Johari Window was effective in structuring the discussion to address several aspects of self-awareness (Cook and Poole, 2016).
The discovery of the mentee's leadership potential and the realisation of overcommitting brought into the limelight how important structured feedback is in recognising hidden strengths and challenges.
[bookmark: _Toc185949157]Application to Future Practice 
To improve future sessions, I plan to: 
· Use more open-ended questions to stimulate further reflection. 
· Apportion equal time for each stage of the Johari Window. 
· Build in follow-ups that highlight progress over time for the mentee. 
This session really brought into view the role of mentoring in bringing about self-awareness and personal growth. This, in view, shall be refined to conduct more effective mentoring sessions in a professional context.



[bookmark: _Toc185949158]Personal SWOT Analysis in Coaching and Mentoring
	Category
	Details

	Strengths
	• Strong communication and listening skills during peer coaching sessions
• Effective application of GROW model and theoretical frameworks
• Clear understanding of coaching vs mentoring differences
• Empathetic approach to coaches needs
• Structured session planning and organization

	Weaknesses
	• Limited workplace coaching experience
• Underdeveloped probing question techniques
• Tendency to give advice rather than facilitate
• Unclear session boundaries and timeframes
• Need for improved feedback methods

	Opportunities
	• Application of skills in the current workplace
• Sector-specific coaching specialization
• Access to mentoring programs
• Professional certification possibilities
• Networking with experienced professionals

	Threats
	• Time management challenges
• Rapidly evolving workplace requirements
• Market competition from experienced coaches
• Potential workplace resistance
• Limited supervised coaching access

	Areas for Development
	Technical Skills:
• Advanced questioning techniques
• Enhanced goal-setting frameworks
• Improved handling of challenging conversations
Professional Growth:
• Regular supervision and feedback
• Diverse coaching toolkit development
• Better boundary setting



[bookmark: _Toc185949159]Conclusion
Coaching and mentoring are indeed very powerful tools for personal and professional development. Active listening, questioning, and feedback are just but a few of the techniques involved in coaching to help people achieve goals and improve their performance. Guidance and sharing knowledge are at the heart of mentoring, therefore nurturing long-term development and career advancement. Models such as GROW and Gibbs' Reflective Cycle allow one to appreciate how practical the application and benefits can be in engaging in the sessions. While both approaches enhance workplace relationships and employee engagement, they provide for an organization's success. It is by acquiring these competencies that individuals and organizations create a supportive culture of continuous learning and development for sustained success.
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