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	The main purpose of this reflective report is to reflect on the experiences of coaching and mentoring for a coach within a workplace context. Reflection is one of the most important learning tools that helps professionals to assess their skills, identify areas that need to be improved and the better practice in subsequent workplace environment. In this report, two practical exercises such as peer coaching for goal setting and providing feedback on the basis of peer mentoring will be reflected effectively (Bachkirova, Jackson, and Clutterbuck, 2021).
	In the business, coaching and mentoring are necessary developmental practices for employee enhancement and development, growth, performance and for career progression. Although these both are involve in guiding an individual, coaching is often temporary, goal oriented, and helps individual to demonstrate potential while mentoring and making longer relationship in with someone guides someone through using his experience and expertise. In order to structure my reflections, I will use Gibbs' Reflective Cycle that consists of six stages, Description, Feelings, Evaluation, Analysis, Conclusion, and Action plan. In professional settings, this model is widely used to provide individuals with the opportunity to reflect deeply and to continue to improve. Additionally, the report critically looks to the role of coaching and mentoring at work, discusses a particular coaching model and reflects on my practical experience. GROW, Johari Window will also be discussed and assessed in terms of effectiveness in real applications effectively.
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[bookmark: __RefHeading__66_533805436][bookmark: __RefHeading__9249_1545143184]Critical Evaluation of Coaching and Mentoring in the Workplace
[bookmark: __RefHeading__68_533805436][bookmark: __RefHeading__9251_1545143184]Coaching and Mentoring in an Organisational Context
	In the workplace, coaching and mentoring have been identified as key tools to professional and even personal development. Structured and goal driven, coaching is a process of facilitating an individual towards improving their performance, problem solving skills and productivity (Jones, and Smith, 2022). The Coach helps an employee to face the challenges and reach the predefined objectives through a structured guide use of certain models effectively. Generally coaching is short term, results orientation and is aimed at immediate changes in performance. On the other hand, mentoring is a long term developmental relationship in which a more experienced professional is engaged in the guidance and advice relating to the career development of the less experienced individual. Moreover, the mentoring allow individual to immediate work in job performance, and it strikes to broader career movement, personal development, and professional identity. 
[bookmark: __RefHeading__70_533805436][bookmark: __RefHeading__9253_1545143184]Primary Purposes of Coaching and Mentoring
	Coaching and mentoring have different functions and work in the workplace. The main application of coaching is to boost employee’s performance in certain skills, boosting confidence and increasing the awareness of employee’s self. Coaching is being applied in organisations to prepare for employees to work in a new role, develop leadership skills or to help increase performance (Al Hilali, et al., 2020). The structured nature of coaching ensures that individuals receive support in key areas that directly add to individual’s effectiveness at work. On the other hand mentoring offers broader support by facilitating individuals to understand the organisational culture, to develop long term career strategies and to refine their professional focuses. It’s more about overall career development rather than the next quarter’s performance. Mentors teach mentees how to face challenge, and why. Through their role models, they instruct them through their own experiences to make those decisions to make sense.
[bookmark: __RefHeading__72_533805436][bookmark: __RefHeading__9255_1545143184]Comparison and Contrast of Coaching and Mentoring
	Coaching and mentoring are two very important aspects of professional growth, different in certain key aspects. Formal, structured process that initiates an organisation for specific performance related objectives. Such assessments are typically time bound, ranging from few weeks to a couple of months and carry goal oriented approach. It provide direct advice only and coaches really help employees develop problem-solving skills and encourage self-reflection. Instead, the coaching make it easier for learning through questions, feedbacks, and structured guidance (Stokes, Fatien Diochon, and Otter, 2021).
	Mentoring tends to be more informal and relating oriented. Long term guidance and career development are the pillars that are founded, as opposed to short term skill enhancement. Mentors have real life experiences, offer career advice, and function as trusted advisors that are supportive to the mentees growing in their professions over time. The coaching is oriented towards reaching particular objectives, mentoring’ is more concerned with issues of broader development both personal and professional.
[bookmark: __RefHeading__74_533805436][bookmark: __RefHeading__9257_1545143184]Critical Analysis of a Coaching Model
[bookmark: __RefHeading__76_533805436][bookmark: __RefHeading__9259_1545143184]Definition and Explanation of the GROW Model
	The GROW model developed John Whitmore, that is one of the most used coaching models in the workplace. Goal, Reality, Options, and Will (or Way Forward). The GROW model provide a structured form for coaching conversations. This model help individuals to define what they are hoping to achieve, find out where they stand as of now, uncover what options are available, and then commit to any action plan.
	In the Goal stage, the individuals are all focused on defining a very clear specific and measurable goal. Reality stage concentrates on evaluating at this point, seeing the hindrances and reflecting at past encounters (Leach, 2020). Options is the stage where brainstorming the possible solutions and evaluating the alternatives is the stage. The last stage that is the Will stage, where individuals set concrete actions, make commitment, and make plan for the obstacles possible.
[bookmark: __RefHeading__78_533805436][bookmark: __RefHeading__9261_1545143184]Advantages of the GROW Model
	The GROW model is simple, structured and easy to apply across professional settings. It is a step by step approach that makes it easy for both the experienced and new to the coaching person. The model promotes active listening, questioning and self-reflection of an individual to be responsible for their own development. It is highly versatile and a coach can use it in a variety of ways for coaching for performance improvement, for leadership development (Law,  2022).
Additionally, the GROW model makes individuals more accountable by pressuring them to perform particular things. It directs coachees towards finding their own solutions instead of providing immediate advices, that fosters independent solution by coachee. It also help individuals to increase engagement and long term engagement to personal growth.
[bookmark: __RefHeading__80_533805436][bookmark: __RefHeading__9263_1545143184]Disadvantages of the GROW Model
	The GROW model works well, but there are some problems with its implementation. The one major drawback is that it over simplifies complex coaching scenarios. Deep dive into some workplace challenges needs to be around emotions, limiting beliefs, psychological factors and the GROW model do not cover the issue explicitly. Additionally, in reality all employees are not self-motivated and cannot do self-reflection with the model.
	Its application can also be another challenge for rigidity. Although coaching sessions can be over structured if these are used too mechanically, there is a natural progression in conversations. Moreover, the success of the GROW model depends on the skill of the coach, i.e. an inexperience coach may ask the wrong questions, and the outcomes would be ineffective (Leach, 2020).
[bookmark: __RefHeading__82_533805436][bookmark: __RefHeading__9265_1545143184]Practical Application in the Workplace
	The GROW model is most powerful in goal setting conversations, performance improvement coaching and leadership development. For example, a manager that is coaching an employee about how to manage their time would guide that employee through the model (Grant, 2020).
· My goal: “I want to more manage my workload and reduce stress.”
· Reality: “I often procrastinate, as I don’t prioritize things.”
· Action: can be involved in handling project, delegating responsibilities or deadlines.
· I will: create and implement a daily planning routine and track my progress for the next two month.
[bookmark: __RefHeading__84_533805436][bookmark: __RefHeading__9267_1545143184]Reflection on Practical 1 – Peer Coaching
	I will use Gibbs’ Reflective Cycle, to reflect on my peer coaching experience and comprises of six stages: Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan. It helps me to have a deeper understanding of what the contents of my coaching session and effect on my development (Rehan, and YasmeeC77825n, 2021).
· Description: In coaching session I attempted to set goals with help of GROW model. It had been focused on ways to increase their time management. It was all about to establish a clear goal, understand the reality as it exists now, brainstorm potential solutions, and outline some steps to be taken. My peer was given open ended questions to reflect on what challenges they faced and think of ways to improve.
· Feelings: I started off confidently, but on the nervous side that I was not able to lead the conversation well. I get more comfortable in the session and realised that, as I looked towards my peer were also active. Still there were some occasions when I realized I was unable to ask question, get deeper knowledge, more thought provoking questions which might have engaging in a more insightful discussion.
· Evaluation: The session was partially successful. On the positive side, I kept to structure, I helped with a clear plan for my peer, I helped press self-reflection rather than give direct solutions. I was able to keep the conversation on focus because my listening skill and my ability to summarize the key points. Additionally, I found it difficult to manage time well. Sometimes I talked about the ‘Reality’ stage longer than necessary, and neglected to spend time on solving. I also realized I could have done a better job with more powerful gained questioning techniques when helping my peer explore more deeply on why they struggle to managing  time (Kovacs,  and Corrie, 2022).
· Analysis: Learning about coaching model experience proved the necessity of having both structure and flexibility. Although using the GROW model, I found that coaching is not just about running along a procedure; it depends on the coach to take care of the needs of the coachee. Additionally, I also realized that to be effective at coaching, one also had to develop strong questioning techniques aimed at drawing out deeper reflection rather than turn of the older style of shallow discussions.
· Conclusion: In conclusion, I was able to understand the role of a coach as a facilitator rather than a teacher. Through the process of reviewing the session, I refined my skills of asking good questions, harder questions, and better use of time during coaching conversations.
· Action Plan
	In order to enhance my learning and coaching experience I will follow the below action plan:
1. Discuss my questioning techniques and practice them with open-ended questions that will thought provoke the patient.
2. Establishing a time proportionality between each GROW stage when coaching is carried out.
3. I also seek feedback from peers or mentors and continue to improve my coaching approach (Seery, et al., 2021).
[bookmark: __RefHeading__86_533805436][bookmark: __RefHeading__9333_1545143184]Reflection on Practical 2 – Peer Mentoring
	I will use Gibbs’ Reflective Cycle to reflect on my peer mentoring experience as it has six stages: Description, Feelings, Evaluation, Analysis, Conclusion and Action Plan. This approach enables me to critique my mentoring session so that I could point out where I can enhance it.
· Description: In constructing the mentoring session, the feedback was that they wanted constructive feedback, and I used the Johari Window model to allow for self-awareness, and professional growth. I’ve got a mentee who wished to increase their confidence around communicating in the workplace. I assisted them in discovering their “Blind Spot”, that are behaviours of others can see but they have no idea about it. I also offered feedback to highlight the areas of the mentee that needed to improve on as well as areas of strengths. Additionally, I urged them to contribute to their “Open Area” (that of their own perceptions) to enlarge mantee's “Open Area” (spacious self-awareness).
· Feelings: I was ==comfortable and slightly uncomfortable on how the feedback will be handled. I wanted to make sure that my mentee felt that I was on his side. On the session, I felt building up my confidence because my mentee responded positively, about the feedback, and the beginning was not so good. I felt that I could have shielded them with more of the structured way they could work on the feedback (Magbagbeola, and Balogun, 023).
· Evaluation: The session was moderately successful. on the good side, I developed a safe and open environment for my mentee to express his or her thoughts without any fear. The Johari Window model was useful in helping them become aware of how other understand them and they agreed that it is a useful insight. Additionally, I had difficulty in devising the session effectively. I wasted enough time only talking about feedback and lacking next steps. I was also able to asked more probing questions for my mentee to go deeper on self-reflection.
· Analysis: This experience also teaches me the approach when giving feedback with practical guidance. The value of self-awareness is one, but also mentoring should as much as possible, as it provide clear action plans to help mentees actually apply feedback. This also made me understand that active listening and asking the right questions are very important in helping to bring more depth than just getting information (Hawley, and Tuckett, 2020).
· Conclusion: According to given feedback, the session reiterated the notion of effective mentoring wherein the feedback and actionable support go hand in hand. The problem is that I need to refine my ability to lead my mentee to practical improvements and self-awareness.
· Action Plan
1. I will use an approach for structured time management and action planning.
2. Work on the questioning techniques to encourage reflection.
3. To follow up with mentees and ensure their progress, i will provide support on a continuing basis (Chang, 2019).
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	The above reflective report has effectively highlighted the insights from reflecting about coaching and mentoring experiences have given us stunning insights of the skills, challenge and benefit of these developmental approaches. Through the peer coaching I learnt to structure goal setting with my GROW model, as well as increased the range of my guiding conversations and helping myself reflect in my sessions correctly. But I always knew that questioning techniques and time management would have to be improved for future coaching sessions to be more effective. Based on the Johari Window model, the peer mentoring session demonstrated the need for helpful feedback in a friendly space. I can help my mentee get self-aware, but I realised that mentoring should be more than insight and should see the mentoring process further than the time of the insight. All of these experiences have highlighted that active listening, adaptability, and the promotion of structured guidance in professional development are important in workplace environment. Moreover, I will develop my coaching and mentoring skills until I will perfect in my ways of questioning, giving feedback in combination with action steps and follow up about progress. This experience will help me better to support peers in a professional setting effectively.
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