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[bookmark: _Toc192456663]Introduction 
Coaching is a performance improvement strategy that helps to aim at identifying goals and employing questioning, feedback and encouragement to help an employee enhance one’s abilities and accomplish personal and organisational goals. 
On the other hand, Mentoring is a long-term tutor-student relationship where a more knowledgeable person or the expert guides, directs and assists him or her in procurement and development. As for the view of compare between coaching and mentoring, Coaching is an activity that is short-term and its primary purpose is to achieve targeted performance, as well as improving certain skills in each activity coaching, on one hand differs from mentoring as it is long-term and focuses on development or growth of an individual. Coaching applies questions, whereas mentoring employs the use of stories.
Cognitive processes involved for the effective delivery of the key coaching skills, listening, questioning, feedback, goals setting and empathy. Thereafter, key theories include Gibbs reflective cycle, Grow model, force field analysis etc. Therefore, these frameworks assist in developing an alignment for the coaching sessions, promote and cultivate consciousness, and facilitate the coaching behaviour change. 
[bookmark: _Toc192456664]Critical evaluation of the purpose of coaching and mentoring within a workplace 
Coaching and mentoring are widely accepted tools in the development of individuals and organisations with significant roles in the growth of employees and leaders (Al Hilali et al. 2020). Despite the fact that both are targeted at the development of the employee as well as organisation, they vary in terms of approach, time and goals.
Purposes of Coaching and Mentoring in the Workplace
1. Performance Improvement and Skill Development
Coaching is normally applied for the purpose of developing or boosting specific competencies (Martens and Vealey, 2024). Whitmore formulated the GROW model that refers to goal, reality, options, and will in working with employees in order to setting achievable goals, identifying the situation, being creative and finally, motivating to act. Coaching returns targeted on the change of specific behaviours in the short term and is for that reason a preferred means for performance enhancement.
2. Leadership Development and Succession Planning
Mentoring is a management technique whereby organisations establish a relationship between the candidates for promotion and potential senior leadership roles and junior employees with mentoring potential. Mentoring is a career and psychosocial development that help individuals to develop leadership skills, receive knowledge, display organisational commitment and adherence (Dahlberg and Byars-Winston, 2020).
3. Employee Engagement and Retention
Coaching and mentoring result in constructing a positive orientation to work and promote employee satisfaction and commitment. It is proven that when employees get to experience mentorship, they are retained in the organisation hence low turnover is experienced.
4. Cultural Change and Organisational Learning
Coaching supports new culture by encouraging practice of reflection and ongoing improvement. That is why mentoring facilitates the learning process, which means that it helps to establish a process of transmitting the experience of an organisation over the course of generations.
5. Workplace Well-being and Confidence Building
Coaching helps to enhance employee’s health in terms of stress, coping with stress, and boost their confidence. This study then supports the practice of mentoring as it offers basic long-term emotional support besides enabling the honing of the individual’s corporate identity and career contentment.
Comparison and Contrast of Coaching and Mentoring
1. Time Frame and Focus
Coaching is briefly planned, goal-oriented, and carried out within the short-term while that of mentoring is long-term, person oriented, and process oriented.
2. Approach and Interaction
Coaching involves asking questions as a way of allowing the employee to come up with solutions by him or herself. On the other hand, mentoring focuses on imparting situations and lessons in which the mentor offers a solution based on knowledge learnt.
3. Formality and Structure
Coaching has a well-defined method and employs models such as GROW, that are different from mentoring that is unsophisticated and does not follow a set programme.
4. Outcome and Measurement
Where coaching focuses on running a certain project or activity and enhancement of performance within a particular area, then mentoring provides career advancement and firm tenure of the employee.
[bookmark: _Toc192456665]Critical analysis of a specific model of coaching 
The Force Field analysis or the FFA model is a theory that was proposed by Dr. Kurt Lewin in 1940, and it is an effective tool for comprehension of forces that causes change in an organisation. It involves driving forces that help to encourage us to work towards a given goal and the restraining forces which are the hindrances to the achievement of a given goal (Malone, 2023). Coaching also employs this model in ascertaining the client’s level of preparedness for change, the factors that hinder change as well as the approaches that may be used in fostering development. 
Application of Force Field Analysis in Coaching
The FFA model is ideal for use in coaching as it guides the solving of problems and coming up with appropriate decisions. The model operates as follows:
1. Select the need for change – the focus is on the goal that can be achieved, with an example being leadership skills.
2. Mobilisers – Positive ingredients that lead to the forward movement of endeavours for example, the zeal, organisation backing and training accessibility.
3. Reveal Limiting Factors – These are conditions which, when present may hamper the facilitator’s efforts such as low self-esteem, resistance to the feedback or lack of time, among others as stated by Whitmore.
4. Ways of Managing: The driving forces should be strengthened, and the restraining forces should be reduced in order to accomplish change.
Advantages of Force Field Analysis in Coaching
1. Structured Approach to Change
FFA is a clear conceptual model that can be used for understanding the problems and identifying the further actions. This is in concordance with the transformational coaching models which would direct towards the nobleman’s personal and organisational development.
2. Encourages Self-Reflection
Thus, by classification of internal and external influences that may affect progress, FFA fosters reflection of the self, which is an important part of coaching.
3. Supports Strategic Decision-Making
In specific, the model helps the coach as well as the coach to make correct decisions concerning resource allocation as well as activities prioritisation. It is useful in targeting the necessary organisation’s application of training sequences to an individual or a group.
4. Enhances Motivation and Accountability
Understanding the restraining forces can make one and others more responsible in tackling them, for personal and career-related purposes. This can be in line with the GROW model which was advanced by Whitmore in that the individual takes responsibility for development.
Disadvantages of Force Field Analysis in Coaching
1. Over-Simplification of Complex Issues
There are three main limitations of the driving and restraining forces model; The model presumes that the driving and restraining forces are easy to identify and control. Still, tasks encountered at the workplace can be quite complex and varied.
2. Subjectivity in Assessing Forces
Identification and weighting of forces is usually based on perceptions from human beings, this brings bias.
3. Resistance to Change
It is possible for coaches to experience emotional or psychological barriers to change, hindering the applicability of the model.
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In my first evaluated practical session involving coaching and goal setting, I adopted the GROW model of planning. The GROW model, short for Goal, Reality, Options, and Will, is a practical model of coaching that enables the setting of goals as well as problem solving (Whitmore, 2010). To apply the principles of reflection, I have used Gibbs’ Reflective Cycle (1988) that allows for critical thinking and self-improvement step by step.
Description
The students involved in the coaching session followed a peer coaching model in which I took the role of the trainer. My coachee was a fellow student with whom the topic of discussion was a professional development goal. The session took 15 minutes long during which I used the GROW model in the discussion with the coachee. First, I prompted the coachee to state the goal I want to work on, which is to enhance personal time management skills. We then went on to explore their current context of which they highlighted issues such as timeliness which include procrastination and prioritisation difficulties. In the time management case, I led the assessment of probable solutions (options) and urged the coachee to come up with an action plan. 
Feelings
When the learning activities began and I was to introduce the model, I felt quite comfortable with the knowledge I had acquired in the GROW model though I was somewhat anxious on the practical application of the model. This I think can be attributed to the fact that I became more relaxed as the session went on, especially when the coachee had a positive reaction to the use of structure questions. However, there were moments of doubt that I had doubts about the questions I was posing and whether I was fulfilling enough for the children. At the end of the session, I appreciated the accomplishment yet had the awareness of understanding that one can improve in areas like expanding active listening.
Evaluation
From this case the idea is appropriate to note the advantages as well as the areas of improvement for the subsequent coaching sessions. There was strength in the development of the working relationship thus there was free flow of information between me and the coachee. Moreover, owing to the structure of the GROW model, the participants paid particular attention to the goal aspect of the model. One of the areas that I found challenging was the time management. I spent much more time in the reality phase than as expected for the options and the action plan development phase.
Analysis
Reflecting on the experience, I can identify that the use of the GROW model played a role in the success of the session but the manner in which I asked questions can be improved further. In Passmore’s (2020) book, he argues that questioning is a core competency of coaching because it assists coachees in discovering solutions on their own. As much as I was able to ask questions which required the clients to provide open responses, there were instances when I could have gone further to seek root causes. Furthermore, I was acknowledging the requirement to enhance the time management skills when the coaching is in progress to provide proper attention to all the elements of the model.
Conclusion
This senior session can be tied back to the previous sessions I have conducted with different groups as it taught the lesson of preparation and flexibility in coaching. Someday I was able to successfully engage participants to go through the Goal setting phase of the GROW model while I think I am very weak in the strategy that will help in getting the right balance among the phases of the said model. However, I have realised that listening skill and the appropriate questions are important factors that define good and bad coaching.
Action Plan
To improve my coaching skills, I will undertake the following steps:
1. Enhance Active Listening – Practice paraphrasing and summarizing to confirm understanding.
2. Refine Questioning Techniques – Study different questioning models to improve depth in conversations.
3. Improve Time Management – Use a structured time allocation for each phase of the GROW model.
4. Seek Feedback – Engage in further coaching practice and solicit feedback from peers to refine my approach.
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Mentoring, indeed, creates an immensely important role in people’s personal and professional growth since it builds trust and gives useful recommendations. In the scope of peer mentoring, I used the role model approach referred to as the Johari Window that was helpful in the development of self-awareness as well as communication skills. For this reason and writing within a structured approach, I wanted to make sure that the mentoring experience was positive and developmental in nature by engaging in active listening, questioning, and feedback. In this reflection, the Gibbs’ Reflective Cycle (1988) will be used in regard to the experience described below:
Description
The one-to-one student-teacher meeting session lasted 15 minutes and was aimed at discussing the goals and objectives of personal career progression as well as give feedback regarding self-management and social skills. Using the Johari Window framework, I was able to identify their self- and blind areas. The interactional approach included questioning and individual exploration, listening to the student’s concerns, and providing constructive feedback to increase self- consciousness. Though the conversation was lively the moment of feedback that included crucial information could have been handled better.
Feelings
Regarding the manifestation of the knowledge and competencies, the author seemed to be confident in the choice of the structure of the session but felt a bit anxious about the criticism of other students. I feared how the feedback that I would be giving would be taken and if it would help my peer to grow. But as the session went on I got more comfortable doing so and this was evident when my peer appreciated information supplied from the Johari Window exercise. The experience has made me realise how crucial it is to be trustworthy when it comes to managing and engaging in the discipleship roles.
Evaluation
There were several positives in the session; the participants communicated well, the activities completed in the session followed a good structure where the Johari window was employed and the group created a favourable environment for the discussion. The feedback provided by my peer also suggested that such feedback is helpful to self-developmental progress. The only thing I will admit to as a weakness is my reluctance to give proper response to criticisms. I also discovered that due to tight schedules the enlarged and intensive debate was not possible, hence the need to work on time management in case of next mentoring.
Analysis
The use of the Johari Window was also beneficial because it helped to explore the aspects of a person in their mentoring plans which were unknown to him/her. For effective communication to take place and improve on the success of the organisation, open communication was embraced, thus improving on trust and transparency. However, I also realised that my failure to give critical feedback to others was due to my discomfort. In Brookfield’s (2017) critical reflection theory, trainee teachers must be ready to deal with discomfort in order to allow their improvement by their mentors. Thus, Stone and Heen’s (2014) concept of feedback covering appreciation, coaching, and assessment could be used more effectively into subsequent sessions.
Conclusion
This mentoring experience helped me to strengthen the knowledge, and the skills required in giving feedback and being self-awareness. I had the opportunity to confirm that he has the potential of creating an affirmative atmosphere as well as realising where he lacks in offering constructive criticism.
Action Plan
Moving forward, I have the plans to:
1. Develop confidence in delivering constructive criticism by practicing balanced feedback techniques.
2. Improve time management to ensure deeper discussions within short mentoring sessions.
3. Engage in further learning on mentoring strategies, including conflict resolution and emotional intelligence.
This is the experience that enhanced my mentoring skills and through this it will contribute to the professional development of the management as well as the leadership role.  
[bookmark: _Toc192456668]Conclusion 
In this reflection I processed the values and prospects of coaching and mentoring in an organisation environment by outlining the advantages and disadvantages of the process. Coaching based on SMART and GROW models focuses on goals, self-development and best-performance, whereas mentoring, using tools like Johari Window and Force Field Analysis, increases feedback and personal growth. These theories make aspects of listening, probing, and paraphrasing necessary that were used in my peer coaching and mentoring sessions.
These practical exercises were helpful for me to learn the idea that the management must be flexible, focused on communication, and have a high level of emotional intelligence in their working process. This is because the coaching session entailed showing the people the benefits of structured goal setting including the creation of simpler to implement strategies. Also, in the case discussion organised in the form of a mentoring session, the importance of feedback and trust relationships was stressed. Other issues that emerged with regard to group coaching included those of resistance to change, particularly concerning the strategies used by the facilitator and the clarity of communication processes.
In future, this experience will transform my professional practise in that I shall develop leadership skills that I did not possess before. Coaches will be trained on how to assist the employees to achieve their goals while mentors will be trained on how to assist the employees to develop professionally. By focusing on the individual needs and specifics of working with me, conditions of team cooperation and productivity will be enhanced. In the long run, I will be in a better position to promote the establishment of a healthy organisational culture and a culture of learning that would help the organisation achieve its goals. The improvement in self-identification and manners will also be very useful in the future in supervisory and managerial positions.
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