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[bookmark: _Toc182247475]A.	Introduction
[bookmark: _Toc182247476]A.1	Context of the Report
This reflective report articulates my experience about coaching and mentoring, focusing on the insights that I obtained from two practical assessments in an academic context. The report will examine the respective definitions and distinction between coaching and mentoring, the essential skills required for effective coaching, and discuss and evaluate the purposes of coaching and mentoring in the workplace. The following report is going to guide systematic reflection on the experiences coaching and mentoring using Gibb’s Reflective Model. Within this overall exploration, implications for future practice will be provided.
[bookmark: _Toc182247477]A.2	Definition of Coaching and Mentoring
Coaching is the structured process of developing someone’s skills and performance through targeted conversations and activities. Whitmore argues that coaching addresses a predetermined set of goals and outcomes to be achieved through guidance and questioning; it considers the person being coached as a respectful and self-sufficient individual. Mentoring more or less focuses on the relationship where one would relate to the growth of another usually over time, through sharing experiences, advice, and assistance. Most mentors usually act as role models guiding mentees on how to grow in personal and professional matters.
While both coaching and mentoring develop individuals, they differ in objectives and methods. Coaching is usually goal-oriented and often time-limited; mentoring is generally more open-ended and focused on relationship. According to Hawkins (2017), this constitutes a critical difference between how each function in professional and personal development alike.
[bookmark: _Toc182247478]A.3	Key Skills of Effective Coaches
Other important attributes that characterize effective coaches include the capacity for active listening, empathy, and strong communication skills; the ability to create powerful questions and give constructive feedback to invite open dialogue and self-reflection of clients (Grant 2015). Self-awareness and emotional intelligence become critical factors necessary in order to establish an enabling, non-judgmental coaching climate. A coaching climate would generate initiative for growth and development.
A.4 Reflective Model Used
I will be using Gibb’s Reflective Model to produce this report, which involves six stages: Experience, Feelings, Evaluation, Analysis, Conclusion, and Action Plan. The model promotes structured reflection to gain better insights into my coaching and mentoring experience.
[bookmark: _Toc182247479]B.	Critical Evaluation of the Purpose of Coaching and Mentoring within an Organizational Framework
[bookmark: _Toc182247480]B.1	Purposes of coaching
Coaching has a number of objectives or purposes in the workplace. The foremost objective relates to the improvement of performance of individuals and teams on particular goals and competencies. Smither et al. (2003) note that with coaching, there is improvement in productivity, job satisfaction, and employee engagement, hence mentoring and coaching is suggested as one of the strategies for work commitment. Furthermore, this trains people from the individual development perspective for future leadership responsibilities by strengthening their skills and decision powers.
[bookmark: _Toc182247481]B.2	Purposes of Mentoring
When mentoring, it focuses on professional development along with long-term personal growth. It provides the mentee guidance, support, and advice that enhance self-confidence and develop critical thinking in them. According to Ehrich et al. (2004), it also socializes the new employees and integrates them, hence minimizing turnover and improving the general morality of the workplace.
[bookmark: _Toc182247482]B.3	Comparative Analysis
While coaching and mentoring differ in their purposes, they are complementary processes in an organizational setting. Coaching tends to focus on immediate performance issues and the enhancement of skills, while mentoring addresses broader issues of career development and personal growth. Garvey et al. (2014) cite, “By creating an environment which blends both coaching and mentoring in a balanced way, organizations can reap advantages for themselves in this holistic approach for developing employees and embedding an organizational culture based on growth.
[bookmark: _Toc182247483]C.	Critical Analysis of a Particular Coaching Model
[bookmark: _Toc182247484]C.1	Introduction to the GROW Model
GROW Model is one of the most famous models of coaching; it is an acronym for Goal, Reality, Options, and Will. This model provides a sequential avenue through which coaching sessions can be made; hence, enabling individuals to make self-discoveries and achieve goals set (Whitmore, 2017).
Goal: This first stage involves defining clear and attainable goals.
Reality: In this stage, the client analyzes the current situation and identifies problems that influence his/her progress.
Options: At this stage, the client is given the opportunity to brainstorm on how his approach and strategy might be in order to achieve the goals identified.
Will: The commitment stage deals with what specific action will be carried out and what type of support or resources will be needed in order for the goals to effectively be carried out.
[bookmark: _Toc182247485]C.2	GROW Model’s Benefits
The benefits of the GROW Model are that it provides clarity and structure for effective communication and an examination of options. It is also a responsible model since a person identifies and commits to specific actions, which guarantees follow-through and motivation. According to Neenan and Palmer, “The GROW model helps the client to bring About a change in their life by making a commitment to take action towards a specific goal” (2011). Thirdly, it is flexible; hence it can be applied in personal coaching to organizational development.
[bookmark: _Toc182247486]C.3	Shortcomings of the GROW Model
While the GROW Model works well for structured coaching, some critics say it can be reductive: it simplifies complex issues when it would be better to take further exploration into emotional and psychological factors that may be impacted upon performance. Elliott 2018 added this model also can be very prescriptive for people looking for a fluid and adaptive coaching process. When situations involve intricate emotional or interpersonal challenges, additional models will be required to incorporate elements of emotional intelligence and psychology.
[bookmark: _Toc182247487]C.4	Situational Applications
It becomes particularly helpful when applied to goal-setting contexts: performance management, career development, and skills training. Using the GROW Model enables a discussion about what the employee is trying to achieve in relation to, say, moving into a leadership role: what he or she wants, the current challenges, the options to help him or her to grow, and ways to take concrete steps towards becoming an effective leader.


[bookmark: _Toc182247488]D.	Reflection on Practical 1
[bookmark: _Toc182247489]D.1	Coaching Experience Description
My first practical experience as a coach came through engaging with a peer, whom I will call Alex, within one-on-one coaching in a format that was supposed to bring out his career aspirations and devise an action plan. The setting of the environment was informal but supportive enough to create an atmosphere that would foster open communication; we chose a quiet corner in the university library where interruptions would be few, thus enabling us to establish an atmosphere of trust and concentration.
Application of the GROW Model
The session commenced with the facilitator helping Alex to articulate her career goals, as indicated in the GROW Model. In the Goal stage, I invited Alex to talk about their goals in general, and the exploration was done using the questioning: “Where do you see yourself five years from now?” and “What is your perfect job?” Alex showed a keen interest in project management, especially in the IT field, but he remained unclear as to how to proceed with fulfilling that goal.
Next, the Reality stage involved my supporting Alex to review his current reality. This entailed reviewing his present skill base, qualification, and work experiences. The challenges that presented themselves together were a lack of relevant experiences in project management roles and feelings of self-doubt about capability. This was, and still is, a very critical moment in Alex’s challenging his barriers and opening up a frank discussion about his feelings toward these barriers’ impact on reaching his goals.
During Options, we brainstormed several paths Alex might take toward fulfilling their qualifications. Suggestions ranged from taking project management certification courses, interning in tech, to networking with people already working within the project management profession. Alex really warmed up to the idea of networking and researching local tech meetups and events-a turn from uncertainty into enthusiasm.
During the Will stage, we identified specific commitments Alex was willing to commit to. They agreed to develop a timeline for their enrollment in a certification program and set out to attend at least one networking event a month. I assisted them in writing out an action plan in detail, pointing out milestones they should reach along the way. The entire atmosphere throughout our session was collaborative and supportive, as Alex showed a very active interest in the discussion and commitment to plans already outlined by themselves.

[bookmark: _Toc182247490]D.2	Application of Gibb’s Reflective Model
With the use of Gibb’s Reflective Model for analyzing my coaching experience, I reflected on each of the following stages:
Experience
Considering the coaching session, one thing was clear: the session had been interactive with both giving and receiving of ideas and explanations. Alex’s movement from feeling anxious about his future to having drafted his future plans pointed out the strength of structured coaching. I felt that I achieved something when Alex was clearly identifying what he wanted to achieve and was able to appreciate possible means of achieving those goals.
Feelings
At first, I had feelings of apprehension about my coaching skills and specifically how I could help Alex open their fears and confusion. This is a session that I wanted to get right and ensure real value was delivered. As the session progressed, I felt myself becoming more confident especially when I observed Alex’s responses and enthusiasm build. The change in Alex’s demeanor alone-from apprehensive to empowered-further boosted my confidence as a coach.
Evaluation
Reflectively, I feel the GROW Model imparted good structure into our session and helped facilitate good discussion with some clarity. At the same time, I could identify moments where further probing of Alex’s emotional motivators was possible. As an example, when she mentioned feeling overwhelmed by competition in the job market, I could have pursued that emotion more fully. That might have enriched our discussion and given Alex an opportunity to say what was deep within her in the way of fears and doubts more fully.
Analysis
Going back to literature, I recollected Clutterbuck stated that understanding emotional resilience is paramount in coaching. Emotional resilience aids individuals in converting challenges into positive challenges that might grow their commitment toward achieving a goal. This triggered thoughts of how I could apply emotional intelligence practices in the future while coaching. My increased emotional intelligence would pay off dividends in enabling me to engage with coaches like Alex.
Conclusion
Overall, my feeling was the balance that needs to take place between structured questioning-which is absolutely necessary in coaching-and the exploration of emotions of coaches. Acknowledging their emotions might help deepen the coaching experience and open up ways for increased self-awareness; it might also clear the path towards actionable insights.
Action Plan
I will seek training in emotional intelligence and active listening skills to increase my effectiveness as a coach. This will adequately prepare me to support the coaches in tackling their emotional barriers along with goal-setting. Additionally, I will use after-session reflection to assess the level at which I can facilitate emotional discussions, and through those, arrive at an even better place for subsequent coaching engagements.
This is indeed a transforming experience not only for Alex but also in my development as a coach. The steps Alex was able to make during the sessions reassured me of the efficacy of some structured models like GROW and underlined for me the importance of emotional intelligence within coaching practices. In further practice, I am committed to implementing what I learned, using additional tools and strategies to facilitate deeper connections with coaches in future sessions.
[bookmark: _Toc182247491]E.	Reflection on Practical 2
[bookmark: _Toc182247492]E.1	Description of the Mentoring Experience
For my second practical, I was assigned as a mentor to a junior student, Maya, who needed to be mentored with regard to how to cope with academic pressures at school and clarify her career aspirations. Being fully aware that such a transition to university is not without its difficulties, I was determined to create a supportive framework within which Maya would feel comfortable enough to express her concerns and, at the same time, think through solutions to resolve them.
Our first meeting was supposed to be an icebreaker where I would learn about Maya’s academic background, interests, and aspirations. Through this conversation, Maya explained how anxious she found herself while trying to keep up with coursework, project deadlines, and keeping an excellent GPA. They hoped to have an internship during the following summer but were feeling stressed with the competitiveness in internship applications.
For these concerns, we focused on time management and stress reduction techniques. I introduced Maya to prioritizing frameworks such as the Eisenhower Matrix, which would help them categorize their tasks into groups based on how urgent or important they were. We also discussed how huge projects should be divided into smaller subtasks so that they would not feel overwhelmed.
Through our sessions, I asked Maya to reflect on her strengths and past accomplishments as ways to build confidence. I also encouraged them to utilize university resources such as workshops on academics and mental health services, reinforcing that it was OK to ask for help when they needed it. By the end of our mentoring relationship, Maya felt more prepared to tackle her course work and pursue the internship opportunities she was interested in, significantly enacting growth in confidence and self-efficacy.
[bookmark: _Toc182247493]E.2	Application of Gibb’s Reflective Model
I shall use Gibbs’ Reflective Cycle to reflection on my mentoring experience. The Gibbs’ Reflective Cycle has six stages comprising of Description, Feelings, Evaluation, Analysis, Conclusion, and Action Plan.
Description
Sessions of mentoring with Maya were dynamic and adaptive; we had to find our way through complex emotional and academic issues. I offered a range of strategies that might help them deal with stress, while encouraging them to talk openly about their feelings. Maya was responsive to these suggestions, frequently thanking me for the support offered and mentioning that our discussions allowed them to view challenges in a different light.
Feelings
I first felt a lot of responsibility, knowing that Maya was counting on my thoughts and expertise to help her through crucial academic moments. The more sessions went by and the more Maya continued showing signs of growing confidence, my nervousness gradually made its turn towards pride. The growth itself by Maya made a statement on my capabilities in terms of making a meaningful difference in the educational trajectory of another human being, which, for me, was pretty satisfying.
Evaluation
The support was given within a very secure environment where Maya was able to talk about her fears and apprehensions. I tried to encourage them more in bringing out their apprehensions regarding their academic tasks. During our interactions, I felt the stress management techniques and time management tools are some of the additional aspects that were highly helpful to Maya. However, I also identified points in the session that were about my areas for improvement; mechanisms for feedback should have been instituted to enhance the assessment and monitoring of progress and if Maya actually used the strategies discussed.
Analysis
Based on Edmonson’s work, I realize that to have psyches safety would provide license to express genuine concerns freely. My response welcomed the notion of vulnerability and trusting as a means in which Maya can express themselves without judging them. This is a very important framework to utilize since it creates harmony with recent studies indicating that good mental health positively influences the achievement of successful academic performance.
Conclusion
This mentoring experience further reiterated the importance of emotional support and active listening to the mentee’s growth. I realized the importance of availing an opportunity to create a nurturing environment where the mentees can discuss challenges openly. In addition, feelings acceptance forms the foundation to learning and development.
Action Plan
In the future, I will use regular feedback sessions to deepen conversations and, where relevant, continue to provide support for both emotional and academic needs. I also want to seek additional training on specific mentorship methodology, including the delivery of feedback designed to inspire goal setting and reflection. This way, I can become more supportive in mentoring the individual’s needs.
[bookmark: _Toc182247494]F.	Conclusion
[bookmark: _Toc182247495]F.1	Summary of Key Points
This report outlines the essential learning from both coaching and mentoring experiences. It identifies the definitions of coaching and mentoring together with their respective intents at work while focusing on the paramount significance of the GROW Model for coaching. Furthermore, employing Gibbs’s Reflective Cycle to review my experiences as a mentor has shed light on some areas in which my approach to coaching and mentoring needs to be developed.
[bookmark: _Toc182247496]F.2	Future Practice Implications
Through my experiences, I develop my coaching and mentoring skills through integration of emotional intelligence practices, active listening, and structured feedback. These approaches will each bring new capacity and depth to the ways individuals manage their personal and professional lives. This learning and reflective process will, in turn, impact my contribution in coaching and mentoring contexts, while making a positive impact on those whom I guide in the workplace.
Essentially, these two practical experiences furthered my understanding of the dynamics intrinsic to coaching and mentoring. I am motivated to further develop my competencies in facilitating others toward meeting their goals while fostering an environment of understanding, trust, and open communication. Through deliberate reflection and informed action, I aim to create a lasting impact on each individual I will be privileged to coach or mentor in the future.
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