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1. Introduction
This study investigates the ideas of coaching and mentoring, looking at their main characteristics, distinctions, and similarities. A thorough examination of individual experiences and observations considering accepted theories and models will be possible due to the report's reflective nature. Coaching is a methodical, goal-oriented process where a coach helps a person grow by assisting them in improving performance, developing abilities, and reaching their goals, whether they be personal or professional. On the other hand, mentoring is a sustained partnership in which a more seasoned person offers direction, encouragement, and counsel to a less seasoned one with an emphasis on career development and general improvement. Although supporting personal and professional growth is the goal of both coaching and mentoring, coaching is typically more performance-driven and short-term, while mentoring is relationship-based and long-term. Active listening, empathy, questioning techniques, and the capacity to offer constructive criticism are all characteristics of effective coaches. Their methodology is guided by several models and ideas, such as GROW (Goal, Reality, Options, Will), which emphasises the value of experiential learning. In addition to discussing pertinent concepts and ideas, this paper will critically assess coaching and mentoring techniques and offer my own reflections on the subject.













2.CRITICAL EVALUATION
Enhancing employee performance, skill development, and goal achievement are the main goals of coaching in the workplace. Whitmore (2017) asserts that coaching is a process that helps people reach their full potential and perform at their best. Usually short-term, goal-oriented, and regimented, it emphasises performance improvement and current difficulties. According to Garvey, Stokes, and Megginson (2017), coaching is frequently utilised for performance improvement, skill learning, and leadership development (p. 45). Mentoring, on the other hand, has a wider developmental purpose. It entails a more seasoned person mentoring a less seasoned colleague in their career path, including long-term growth, career direction, and psychological support (Clutterbuck, 2014). In contrast to coaching, mentoring is typically a more sustained connection that promotes both professional and personal development. It is especially helpful for creating a positive work environment, planning for leadership succession, and onboarding new hires (Kram, 1985).

The goal of employee development is shared by both coaching and mentoring, but their goals, structures, and types of relationships are different.
Structure and Time limit- According to Passmore (2016), coaching is structured, has clear objectives, a time restriction, and is frequently centred on reaching results in a condensed amount of time. Mentoring, on the other hand, is usually longer-term, less regimented, and focusses on both professional and personal development (Garvey et al., 2017).
Focus and Objectives- The goal of coaching is to increase performance in a present role by developing skills and competences (Whitmore, 2017). It is frequently employed for leadership development, executive coaching, and skill-specific training. Conversely, mentoring has a wider focus and assists people in navigating their jobs, cultivating strategic thinking, and strengthening their resilience (Clutterbuck, 2014).
Nature of the Relationship- According to Passmore (2016), coaching is frequently a structured, professional relationship in which a coach, who may be from within or outside the company, offers advice on specific problems. On the other hand, mentoring is usually a more casual relationship built on mutual trust in which the mentor serves as a role model and offers guidance and support (Kram, 1985).
Outcome Measurement- Real performance gains and reaching predetermined objectives are typically used to gauge the effectiveness of coaching (Garvey et al., 2017). The more qualitative metrics of employee retention rates, career advancement, and personal development are used to evaluate the effectiveness of mentoring (Clutterbuck, 2014).
A balanced approach that integrates coaching and mentoring can create a more engaged and high-performing workforce. Both coaching and mentoring are essential for workplace development; coaching helps with short-term performance issues and skill gaps, while mentoring supports long-term career growth and organisational knowledge transfer. Organisations should use both strategies to create a comprehensive developmental culture that benefits employees and the business.

















3.CRITICAL ANALYSIS
Psychologists Joseph Luft and Harrington Ingham created the Johari Window paradigm in 1955 as a framework for communication, self-awareness, and personal growth (Luft & Ingham, 1955). The Open Area, the Blind Spot, the Hidden Area, and the Unknown Area are its four quadrants. This paradigm is frequently used in coaching to strengthen bonds between people, increase self-awareness, and create efficient feedback systems.
Advantages
Through feedback and disclosure, the Johari Window promotes people to decrease their Blind Spot and Hidden Area while increasing their Open Area (Heron, 2001). This openness enhances communication and trust in coaching relationships, making it a useful instrument for both professional and personal growth. 
The model's emphasis on getting feedback to lessen blind spots is one of its advantages. Feedback fosters progress by assisting coachee in identifying areas for improvement that they may not be aware of (Goleman, 1998).
Leaders frequently have major blind spots that affect how they make decisions. In leadership coaching, the Johari Window concept is extremely helpful because it gives leaders a better understanding of how others see them (Goldsmith, 2009).

Disadvantages
The model's efficacy is dependent on others providing candid and helpful criticism. The paradigm might not work as well, though, in some corporate environments when feedback is scarce or motivated by fear (London & Smither, 2002).
The Open Area's ability to grow may be restricted by some people's reluctance to express their private ideas or feelings. How much information people feel safe sharing is also influenced by cultural influences (Hofstede, 2001).
Gaining self-awareness via disclosure and criticism is a slow process that takes time and constant work. It might not be appropriate for coaching scenarios that call for prompt decision-making or modification (Whitmore, 2009).
Deeply ingrained psychological problems that need for therapeutic intervention may not be effectively addressed by the paradigm, which is primarily intended to enhance interpersonal connections (Corey, 2015).
The Johari Window concept works well when enhancing communication and self-awareness is a top concern. For instance, Leadership coaching: Assists leaders in better communicating with their teams and identifying their blind spots. Team development: Promotes greater cooperation by increasing openness and trust among team members. Conflict resolution: Promotes candid communication so that people can comprehend one another's viewpoints and successfully settle disputes. Performance coaching: Promotes feedback-driven progress and helps staff members find areas for growth.

The Johari Window concept works well when enhancing communication and self-awareness is a top concern. For instance, Leadership coaching: Assists leaders in better communicating with their teams and identifying their blind spots. Team development: Promotes greater cooperation by increasing openness and trust among team members. Conflict resolution: Promotes candid communication so that people can comprehend one another's viewpoints and successfully settle disputes. Performance coaching: Promotes feedback-driven progress and helps staff members find areas for growth.


3. reflection on practical 1
[bookmark: _Int_37JZKRre]A coaching framework for goal setting, problem-solving, and performance enhancement is the GROW model. It offers a methodical approach to both professional and personal growth.  Using the GROW model, I assumed the role of the coach at the first coaching session, which was a huge learning experience for me. The process was simple and organic because Charlene, my coachee, and I clicked well, and the session went well. Her assurance and support made me feel at ease enough to voice my worries, which facilitated a fruitful discussion.
I talked about my challenge of juggling two retail jobs and my goal of becoming a supervisor throughout the session. I mentioned that I was not sure which firm would be the best fit for me to pursue this position. Gaining more responsibility, developing professionally, and making sure employees are treated fairly—something I thought was lacking in my previous experiences—were my key reasons for wanting this job. Reaching this objective would also give me a profound sense of accomplishment on both a personal and professional level.
Charlene asked insightful questions that helped me think more deeply and helped me navigate my thoughts. Making a list of each companies' advantages and disadvantages was one of the important exercises she suggested. This method assisted me in objectively assessing each choice by considering elements like pay, workplace culture, and prospects for growth. Using this methodical approach, I was able to determine which firm would be best for my professional development.
Charlene posed some interesting questions, including:

Why would I be discouraged from applying for the job?

What actions have I taken thus far to secure this position?

How would I feel about this position?
By providing honest answers to these questions, I was able to evaluate my development, spot any obstacles, and get a better idea of what I needed to do next. My confidence was much increased by this procedure, which also gave me concrete steps to take going forward.
Additionally, I got insightful criticism from my lecturer, who praised my methodical approach to the session. lecturer observed that my approach promoted in-depth contemplation, which helped to clarify goal setting and action planning. I was also praised for my ability to actively listen and for the perceptive questions I posed, both of which promoted a fruitful and significant conversation. My ability to communicate in a clear, composed, and confident manner was emphasised in the feedback, along with my ability to effectively encourage accountability by talking about timetables and progress tracking.
After considering the comments, my strategy was well-organised and successful in directing the meeting towards meaningful results. The techniques I used, such reflection exercises and open-ended questions, enabled my coachee and I to delve deeper into the subject. Additionally, Charlene's comforting and encouraging presence made it possible for me to be candid and open, which increased the session's impact.
The session went well overall, and I am happy with the way it went and the results. If I had the chance to coach again, I would stick to a methodical approach while adding other strategies, such scenario analysis or role-playing, to improve decision-making even more. I do not think I could have done much better in this specific session, though, based on the feedback I received. My trust in coaching has grown because of this experience, which has also reaffirmed the value of methodical thinking in decision-making.

Reflection on part 2
Becoming a coach has been an incredibly fulfilling and life-changing experience. Coaching is a lifelong process of learning, self-discovery, and personal development; it is not only about advising others. I have learnt the art of active listening, improved my communication abilities, and got a deeper comprehension of human motivation and behaviour thanks to coaching. Even though this path has been rewarding, there have been obstacles that have tried my patience, flexibility, and capacity to motivate others to make long-lasting changes. Seeing my coachees succeed and progress is one of the most rewarding parts of my job as a coach. It has been immensely satisfying to watch people realise their potential, get over self-doubt, and accomplish their objectives. By giving them the resources, advice, and support they need to succeed on their personal and professional paths, coaching has enabled me to empower others. I have assisted people in gaining clarity, establishing worthwhile goals, and taking concrete actions towards progress by posing pertinent questions and encouraging introspection. The value of active listening is yet another important lesson I have learnt. My job as a coach is to help people find their own answers, not to offer prefabricated answers. Deep listening, empathy, and the capacity to pose challenging questions are necessary for this. I have come to understand that good coaching is about helping individuals see alternatives they would not have thought of, not about telling them what to do. Gaining this ability has also improved my interpersonal interactions because I have learnt to be more present and attentive during talks. Finding the right balance between encouragement and helpful criticism presented another difficulty. I had to learn how to give candid criticism without depressing the coachee. I discovered how to present criticism in a way that both emphasised strengths and pointed out areas that needed work. As a result, coachees felt empowered rather than condemned in a secure and encouraging setting. In addition to assisting others, coaching has had a substantial influence on my personal development. It has increased my self-awareness, sharpened my leadership skills, and enhanced my ability to solve problems. Since each coaching session offers fresh viewpoints and insights, the experience has also reaffirmed the significance of lifelong learning. I now understand that coaching is a two-way process in which I learn from others as well as they teach me. To sum up, coaching Charlene has been a rewarding and humble experience. It has enabled me to grow personally and positively influence others. Notwithstanding the problems, the benefits exceed the drawbacks. My conviction in the value of helping others succeed and the strength of personal growth has been strengthened by coaching. I am excited to keep going in this direction, hone my abilities, and significantly impact the lives of people I coach.




5.CONCLUSION
To sum up, this reflective report has examined my experience coaching and mentoring, emphasising the main ideas, approaches, and personal development I was able to attain. I was able to support the coachee path from goal setting to achieving tangible results because the coaching sessions were led by established frameworks, especially the GROW model, which offered an organised approach to goal-setting and problem-solving. Furthermore, Johari's Window model was essential in making sure that the learning process was iterative and focused on reflection and application, allowing the coachee to improve their knowledge and abilities. I now have a better grasp of coaching and mentoring as dynamic, team-based processes because of this experience. It has also emphasised how crucial empathy, flexibility, and self-reflection are to creating a supportive learning environment. To increase my influence as a coach and mentor, I am determined to keep improving as a coach, especially in areas like effective feedback and emotional intelligence.
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