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Coaching and mentoring are valuable approaches to employees' personal and professional development (Berenstain et al., 2022). It is evident that both approaches are concerned with improving individual performance and growth but vary in structure and application. Coaching is a process aimed at developing certain skills and improving immediate performance, as a rule, within a certain period (Bloomberg et al., 2022). However, mentoring is a long-term developmental relationship to facilitate knowledge exchange, career advancement, and personal development. The analysis of practical coaching and mentoring experiences with a structure based on Gibb’s Reflective Cycle is presented in this report. 
The model’s structured approach to description, feelings, evaluation, analysis, conclusion, and action plan is structured to assess the learning outcomes from each session (de Nichilo, 2023). A great coach is a good questioner and empathetic, adaptable and able to give good feedback to ensure great coaching outcomes. Similarly, a mentor should be patient, a leader and guide mentees towards career growth  (Deng and Turner, 2024). The report critically discusses the success and challenges of the coaching and mentoring sessions based on the key theories, models and personal learning experiences.
[bookmark: _Toc191052952]Critical Evaluation of the Purpose of Coaching and Mentoring Within a Workplace
Coaching and mentoring are important workplace strategies for improving employee performance and developing career and organisational effectiveness (Dong et al., 2024). With the steep competition and the work environment changing rapidly, structured coaching and mentoring programs have become vital for encouraging employees, increasing productivity, and growing leaders. The statistics show that companies with coaching and mentoring programmes have significantly higher retention rates, greater job satisfaction, and better financial performance, proving the importance of such programmes in professional circles (Gustafson Dietz and Darragh Ernst, 2023). Coaching in the workplace is one of the main purposes of improving individual and team performance. 
Experts reveal that organisations with structured coaching initiatives contribute to more than 20% growth in business performance compared to organisations with no structured coaching initiatives (Hinck, 2022). Coaching guides employees to enhance their skills, meet key performance indicators and deal with workplace challenges more effectively. According to reports, around 70% of the employees who receive coaching show improvement in their performance at work and possess enhanced confidence and better communication skills (Johnston and Glancey, 2022). Unlike the above, mentoring is vital in career development, knowledge transfer, and leadership succession planning. People who participate in structured mentoring programmes are more likely to get promotions and salary increases than those who do not have support from mentors (Jones and Smith, 2022). 
According to statistics, mentorship boosts employee retention as organisations experience as much as 72% improvement in retention for both mentees and mentors (Kintu et al., 2022). Mentoring is an important activity in industries with skill shortages where critical knowledge must be passed down through experienced professionals to newer employees to minimise the long-term negative impact of workforce gaps. Apart from performance and career progression, coaching and mentoring have a great scope in enhancing the engagement level of the employee and their well-being. A structured coaching program increases employee engagement from over 30% to nearly 50% in companies with this program (Kotte and Bozer, 2022). Engaged employees tend to be more productive, committed, innovative, and turn over and are absent less. 
Studies have shown coaching focusing on emotional intelligence and stress management leads to a 26% increase in mental well-being as the coaches fare better in handling workplace stress (Li et al., 2022). Diversity and inclusion also result from coaching and mentoring, which offer chances to underrepresented groups in a fair manner. According to research, over 40% of women and minority employees in companies with formal mentoring programmes have received higher career advancement (Miranda et al., 2024). Mentorship works as a support system that assists people in overcoming workplace biases and barriers to leadership. Moreover, coaching enables managers to know how to create inclusive environments, and consequently, businesses can establish diverse and high-performing teams.
[bookmark: _Toc191052953]Comparing and Contrasting Views of Coaching and Mentoring and Critical Analysis of a Coaching Model
In many ways, coaching is used interchangeably with mentoring, but in the workplace, coaching and mentoring have different purposes, processes and outcomes. Normally, coaching is short-term, goal-oriented, and has a target element to address a specific aspect of skill or performance metrics (Moloney et al., 2023). It is usually led by a professional coach and is structured, and learning is facilitated through questioning, feedback and reflection. Mentoring is a long-lasting developmental relationship for holistic career growth, knowledge transfer, and leadership development. They are, however, both based on ensuring personalised development and engagement (Nurani and Lee, 2024). According to reports, coaching programs equipped with structures can increase an average return on investment of 86% for companies in improving the immediate performance of a job. 
This boils down to one key difference, which is that coaching deals with a specific challenge for which there is a measurable outcome, whereas mentoring is used to promote career growth and development over a period (Parsloe, 2024). The GROW model is one of the widely recognised coaching models, and it was developed as a structured framework for goal-setting and problem-solving. The acronym of the GROW model stands for Goal, Reality, Options and Way Forward, which gives a clear structure to the coaching sessions (Rafferty et al., 2023). The simplicity and adaptability of the model have made it very popular in the corporate environment. According to studies, implementing the GROW model leads to a 30% increase in employee engagement and problem-solving abilities of the concerned company (Rahayu, 2023).
Moreover, there are several advantages to the GROW model. It has a structured approach that helps provide clarity so employees can easily point out goals and track progress. A GROW model has been researched and proves that 80% of people coached using this model can improve their decision-making and problem-solving skills (Richardson et al., 2023). Besides, the model promotes accountability and is a source of motivation for employees to be responsible for their development. The tool's flexibility makes it applicable to many industries, from business leadership to sports coaching. However, the GROW model also has its limitations since it depends on the coachee’s self-awareness and motivation, which might be lacking in some people (Schroeder, 2024). 
In addition to this, the linear structure may not be able to accommodate complex and dynamic problems, and the required intervention strategies are more dynamic. However, some critics argue that the model’s simplicity prevents big behavioural change in favour of superficial discussions (Shanks, 2023). In a high-performing industry like healthcare, the model might not always be that reflective. You reflect maybe once a month, so you must find an efficient shift. Although the GROW model has a few drawbacks, it is one of the most commonly used coaching frameworks, with a simple structure suitable for development, whether at a personal or professional level (Sjarifudin and Rony, 2023). Its application will continue to be useful to organisations that want to improve employee goal-setting, problem solving and accountability.
[bookmark: _Toc191052954]Reflection on Practical 1: Coaching and Goal Setting
This section critically examines my first assessed coaching experience using Gibbs’ Reflective Cycle, which focused on goal setting and the problems encountered. Six stages of the Gibbs model for recording learning from experience, that is, description, feelings, evaluation, analysis, conclusion, and action plan, are structured around the Gibbs model (Weinberg and Scandura, 2024).
[bookmark: _Toc191052955]Description
I used the GROW model during the coaching session to facilitate goal-setting with my peers. The session was 15 minutes, in which it was determined a professional development goal, evaluated present realities, discussed potential options, and described a path forward. Evidence shows that using structured goal-setting frameworks like GROW, goal achievement rates are 33% higher than those of an unstructured approach (Berenstain et al., 2022). However, the model was clear and gave a clear pathway, though it was harder than expected to apply in real time.
[bookmark: _Toc191052956]Feelings
At first, I was comfortable with myself leading the session, but as it proceeded, I realised how hard it is to balance support and independence. I tried very hard to facilitate a productive conversation, but sometimes, I wondered if I was leading too much or not leading enough self-reflection. Research shows that 70% of coaching success relies on the coach’s ability to ask the right questions, which, in my experience, I was unintentionally turning into leading questions that did not foster autonomous problem-solving.
[bookmark: _Toc191052957]Evaluation
An important challenge was to ensure active listening and good questioning. According to studies, employees commit 40% more to achieving their goals when creating solutions (Bloomberg et al., 2022). However, I did not always use open-ended questioning, which meant I was sometimes suggesting rather than opening up the goal-setting process for my peers to own more. Another challenge was time management. Although the idea behind the GROW model is succinct, data shows that 58% of coachees feel rushed through structured coaching sessions, decreasing engagement (de Nichilo, 2023).
[bookmark: _Toc191052958]Analysis
Problems notwithstanding, there was a reinforcement of the need for clarity of goals. Individuals with well-defined goals are 42% more likely to succeed than people who are unclear and do not have clearly defined goals (Deng and Turner, 2024). At the end of the session, my peer had a concrete, measurable and actionable goal, which showed that, although there were initial difficulties to overcome, the coaching model works.
[bookmark: _Toc191052959]Conclusion
In retrospect, I believe that I will be better off developing advanced questioning techniques and better time management within coaching conversations. Although the session produced goal formulation, I should have been more facilitative in my coaching process.
[bookmark: _Toc191052960]Action Plan
I will practice active listening techniques, sharpen my questions using open-ended questions and give myself more flexibility in time management to devote more time to reflection. Finally, I will survey future coachees to determine the effect my approach has on them.
[bookmark: _Toc191052961]Reflection on Practical 2: Mentoring and Providing Feedback
This reflection critically evaluates my experience in the assessed mentoring session, particularly the feedback I provided to the mentee. I use Gibb’s Reflective Cycle to do this. Gibbs' model is structured in the description, feelings, evaluation, analysis, conclusion and action plan, allowing for a thorough review of my approach, challenges and areas of improvement. Research also shows that 72% of employees who receive mentorship stay in their jobs, and 25% of the mentored get promoted (Dong et al., 2024).
[bookmark: _Toc191052962]Description
In the 15-minute mentoring session, I used the Johari Window model to make the mentee aware of self and constructive feedback. This session was about helping my mentee discover her strengths and areas for development and encouraging open communication. According to studies, structured feedback models make employees feel more engaged by 31%, highlighting the significance of a concrete way of mentoring itself (Gustafson Dietz and Darragh Ernst, 2023). Even with the preparation of questions in advance, steering conversation but not controlling it, and allowing my mentee to consider and share their perceptions of their skills was a delicate balancing act.
[bookmark: _Toc191052963]Feelings
As I went through best practices for constructive mentoring before the session, I was confident that I would give feedback well at the start of the session. However, as the discussion continued, I learned it was enough to give critical feedback and not demotivate the mentee. According to research, 92% of employees believe constructive feedback is vital for their professional growth. However, they can only afford 37% to receive enough feedback in the workplace (Hinck, 2022). Along the way, I began to realise that what I was saying had the potential to impact the emotions of others, and, at times, I hesitated, which may have made me appear less assertive when giving feedback.
[bookmark: _Toc191052964]Evaluation
The main challenge was to make sure that the mentee felt comfortable in receiving feedback. According to studies, employees with positive reinforcement and constructive criticism are 30% more likely to follow feedback (Johnston and Glancey, 2022). Although I created an environment of self-reflection, I tended to make my feedback too soft for comfort, which may have hindered my ability to make an impact. It was also tricky because probing questions to help expand the mentee’s self-awareness were not as structured as anticipated, and thus, the mentee could not easily pinpoint what they took away from the session (Jones and Smith, 2022).
[bookmark: _Toc191052965]Analysis
Although difficult, the session reminded me of the importance of constructive criticism and support. According to research, feedback represented as a chance for learning is associated with a 27% rise in performance improvement rates compared to feedback that is considered evaluative/judgmental (Kintu et al., 2022). The delivery of the Johari Window model was not structured, but it proved to help the mentee identify blind spots.
[bookmark: _Toc191052966]Conclusion
Reflecting on this experience, I learned the value of being assertive and giving feedback with empathy. The session proved successful in leading to self-awareness; however, clearer structuring and firmer guidance would have made it more effective (Kotte and Bozer, 2022). I plan to continue to improve in the future by giving feedback in a way that is both encouraging and constructive.
[bookmark: _Toc191052967]Action Plan
Moving forward in mentoring sessions, I plan to enhance the clarity and belief with which I deliver feedback, integrating evidence-based methods like feedforward techniques, which create a 25% increase in employee responsiveness compared to conventional feedback approaches. Besides, I also intend to practise time management skills that will make the conversation more structured and impactful.
[bookmark: _Toc191052968]Conclusion
In this reflective report, the role of coaching and mentoring in the workplace has been critically examined from different perspectives compared to what seems distinct but complementary. The results suggest that coaching is a structured, goal-driven, performance and problem-solving approach that mentoring facilitates long-term professional growth and knowledge transfer. Using the GROW model in coaching formed a clear structure for setting goals, but it depended on the application of questioning technique, time constraints and the coachee’s self-awareness. Similarly, applying the Johari Window in mentoring showed that constructive feedback is critical and both the advantages and disadvantages of facilitating self-reflection quickly. Active listening, asking effective questions and managing time were found to be important coaching and mentoring skills throughout the practical assessments. It has been proven that structured coaching tools will demonstrate measurable results in productivity, and mentoring will engage employees and drive career growth. 
However, adapting and refining their adaptations was necessary to overcome challenges like balancing the give and take of feedback and support and managing the flow of the conversation. In the future, this experience will help me approach the professional development process by adopting a more structured but flexible coaching style, using evidence-based feedback techniques, and being able to lead them to self-reflect without guiding them too much. In the workplace, these refined coaching and mentoring skills will help in personal and team development and create a continuous learning and growth environment. In this way, I seek to enhance my coaching and mentoring questioning and feedback techniques to enable me to conduct more meaningful and influential coaching and mentoring, thus supporting professional excellence and organisational success.
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