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[bookmark: _Toc185030977]Introduction
The report aims at reflecting on the recent coaching session and analysing its efficiency as well as the potential improvements. It will start with the description of the goal and objectives of the reflection, acknowledging that the general approach is going to be reflective and determining which of the models of reflection will be used to structure the process – Gibbs’ Reflective Cycle (1988). Therefore, through the use of this model, the experience will be analysed, the emotions which would have been experienced noted, the results as well as conclusions made and finally an action plan made for future enhancement.
Coaching is often described as a purposeful conversation designed to improve the performance, acquire newly knowledge or develop an employee (Passmore 2010). On the other hand, mentoring occurs in a long-term basis where a senior and experienced employee provides advice, assistance and counsel to a junior and less experienced employee (Cseh, et.al 2003). Coaching is primarily concerned with development and is generally aims at the short-term specific performance goals as compared to mentoring where general career and personal development may be an issue. According to Whitmore (2009) effective coaches show the following behaviours: listening, being empathetic and asking open-ended questions, building trust and rapport. These attributes will be described in this report and associated with the discussed coaching models and theories that underpinned the observed session and potential practice improvements.

[bookmark: _Toc185030978]Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring are two unique, though related, practices that are related to their particular goals in the workplace. Coaching is mainly used to increase productivity, learn specific behaviours and help people achieve short-term goals (Whitmore, 2009). It is usually short-term and has a clear process with an emphasis on tangible results and relatively rapid changes, objectives that may include the enhancement of employee output, better cooperation, or the development of management skills (Passmore, 2010). In this respect, coaching plays a facilitative role by using intervention strategies, asking questions, and feedback sessions which are focused on helping the employees to develop self-management and coping strategies (CIPD, 2015).

While coaching is generally defined as a shorter-term, instrumental transactional process where the expert provides advice, new perspective and encouragement to the coachee (Megginson and Clutterbuck, 2005), mentoring is conceived as a longer-term, broader, developmental relationship between the mentor and the mentee. It is not solely for increased performance with implications for more general career concerns, development, and the formation of professional self. Mentors generally provide guidance, demonstrating knowledge and skills that may not be taught in a technical sense, providing confidence, and also opening doors to new opportunities and useful contacts to the protege (Hawkins and Smith, 2006).
Although both interventions are designed for the purpose of enhancing teach and learning process, they are quite different in terms of the objectives, time needed to deliver them, and main activities used (Garvey, Stokes and Megginson, 2009). Coaching can be more structured and prescriptive in nature, with the main purpose of achieving goals and the coach using questions and comments to facilitate the coachee’s problem-solving, rather than giving the correct answer. While coaching usually comes with a client and a coach who helps the former to make changes, based on the context of the situation, mentoring is often characterized by the presence of a mentor who shares his or her stories and advice based on his or her experience (Passmore, 2010). At the same time, the communication partner relationship is less prescribed, more personal and is often long-term in nature.
However, such differences are not very distinct or pronounced. There are scholars, who believe that coaching and mentoring are actually in some way related and, in fact, can overlap depending on the situation (Garvey et al., 2009). It is therefore often difficult to separate the role of coaching and mentoring in developmental relationships in the workplace. For example, the mentor may use the coaching model sometimes in order to foster certain competencies; on the other hand, the coach may offer directions that may be similar to the concept of mentoring. Moreover, they can be used together as part of wider talent management and leadership development initiatives within organisations and support the creation of improvement-orientated learning cultures.
Coaching is mainly about achieving tangible short-term performance improvements, whereas mentoring is aimed at a longer-term process of an employee’s career development. Both though are essential processes that facilitate the creation of a positive organisational environment for the development of individual capacity and over-all organisational performance.

[bookmark: _Toc185030979]Critical analysis of a specific model of coaching
The GROW model of coaching, popularized by Sir John Whitmore (2009), is a structured, goal-oriented framework designed to guide coaching conversations through four key stages: These four headings are used: Goal, Reality, Options, and Will. In the model, the coachee is guided to set explicit goals (G), analyse the real situation (R), explore potential solutions (O) and set clear, measurable goals and timeframes (W). Organising the coaching process into the coaching phases gives a structure or blueprint which forms a coherent process that will be helpful in the determination of the present state and the probable future state that the coachee wants to be in.
Another strength of using the GROW model is that it is easy to teach and use in a range of workplace environments, which is a significant improvement compared to other models of coaching Due to the simplified structure of the model, there is no problem in terms of its application in practice. This makes it easier to keep the tackling of issues sessions focused on results while at the same time empowering the coachee to own development responsibility. This is easily relatable to solution-focused methods which promote reflection, voice, and self-observations, which can all help to increase the coachee’s engagement and ownership (Passmore, 2010).
However, some scholars have pointed out that, the mechanical and linear structure of the GROW model can take on the appearance of a recipe that takes little or no account of people’s experience or individuality (Stober and Grant, 2006). Using a single model can be limiting or unadaptable to the growth of the coachee and may hinder free-flowing spontaneity. In addition, it cannot be used to address the second type of coaching which is more cognitive and explorative and involves awareness of emotions values or other factors that influence behaviour (Bachkirova, Cox and Clutterbuck, 2010).
Coaching using the GROW model is most effective in performance-related coaching scenarios, such as assisting an organisational team leader in coming up with specific strategies for enhancing communication within the team or assisting an employee to understand what measures he or she has to undertake in order to be considered for a promotion. In these contexts, the explicit concentration on goals and results enhances the ongoing congruency between the coach and coachee and organisational imperatives. On the other hand, in cases of more profound and long-term personal or career transition, the stake is the identity, career purpose or well-being of the coachee, the coaches might require include more models or techniques for developmental issues.
[bookmark: _Toc185030980]Reflection on Practical 1
In the process of reflection, Gibbs’ Reflective Cycle (1988) will be followed in order to reflect on my first defended coaching session when I tried to use goal-setting skills with a chosen coachee.
Description
The session focused on how to set a professional development target by helping a peer to do it. I explained the GROW model to the coachee and asked the coachee to set a particular goal. We were able to get to know their current situation and weigh the possible courses of action before coming up with a concise course of action. Although I tried to be as polite and focused as I could when working with the clients, there were certain times when I had to fight between listening actively and managing time.
Feelings
Prior to the session, I had butterflies in my stomach, ready to show what I’d learned and at the same time, conscious of my lack of practice. What I found slightly uncomfortable during the interaction was when I was trying to come up with open-ended questions. I also experienced pride when the coachee translated their goal and relief when we closed with an actionable plan.
Evaluation
On the positive side, the session flowed logically: we defined a goal, assessed the environment, developed alternatives and a decision made on how to proceed. I focused on listening to the coachee and giving him time to think. However, I observed the following limitations. I used the GROW structure a lot and it seemed unnatural to me sometimes. I also didn’t engage in active exploration of the coachee’s needs and concerns underpinning the identified goals. 
Analysis
Engaging in the coaching session within the GROW model proved that although the model is helpful, it is not sufficient to bring out the best within the coachee because a good coach has to be flexible, and has an understanding of the coachee beyond the model. Perhaps I could have been more engaged if my nervousness did not prevent me from diving deeper into the coachee’s feelings. Had I been more attentive to their body language and had a better relationship with them right from the beginning I would probably notice other relevant information. The time constraint only emphasized the need to combine the structure with the freedom which should be given to the participants.

Conclusion
In general, the session can be viewed as useful and informative. I was successful in establishing the basic premise of coaching – providing the coachee with an actionable goal, but I failed to seize opportunities for exploration. Discussions of this issue in future sessions should therefore be beneficial to both the coachee and myself as the coach.
Action Plan
Therefore, in the next coaching sessions, I will avoid asking many closed questions and instead focus on asking questions that will help me understand more than face value. I will also use short pauses to make my students think for a while. Improving recognition of nonverbal communication and timing will enable me to organise a positive environment for the coachee’s development.
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	Coachee
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	GROW

	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time 
	3 – Some of the time 
	2 – Almost never
	1 – No

	Explained the purpose of the session first.
	Rating

	
	5
	4
	3
	2
	1

	Is the coach asking open ended questions or closed questions
The questions used were structured allowing the coachee to respond accordingly , however you may also want to review different questions technique such as probing and socratic 
	☐
	☒
	☐
	☐
	☐

	Is the coach patient? Is He/She giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?Active listening and full attention to details practiced , the coach was relatively calm and approachable 
	☒
	☐
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
The Coach  focus on the coachee’s agenda - Time Management skills – 15 minutes were fully utilised with a summary of the conversation provided 
	☒
	☐
	☐
	☐
	☐

	The coach was professional and at any time acted as judgmental 
	☒
	☐
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
The coach did not provide solutions but instead planned for a mentoring session without solving problems 
	☒
	☐
	☐
	☐
	☐

	Has the SOLER technique been applied 
Good attempt 
	☒
	☐
	☐
	☐
	☐

	Additional Comments 
Coaching skills were satisfactory 
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In my second assessed mentoring session, I will apply Gibbs’ Reflective Cycle (1988) to understand how I offered feedback to a mentee.
Description
During this session, I was the one being asked by a junior colleague for advice on how to handle multiple deadlines at the workplace and increase efficiency. I first introduced myself and asked about the expectations of the specific mentee and then asked them to describe their concerns. After that, I provided specific suggestions for improvement with regard to their performance, including what they did well, which was their commitment and attitude towards learning; what they could improve on, which is organisation and time management skills. After that, I recommended some sources and spoke about how they can improve their time management in the working process.
Feelings
Before the session, I was more prepared than in the prior coaching experience due in part to a clearer picture of the mentee’s history. During the interaction, I experienced a mix of empathy and responsibility: I felt that I needed to create constructive, manageable, and positive feedback. However, there was little doubt at times when explaining areas that I considered sensitive; I had a fear that instead of encouraging the mentee, my words would demotivate him.


Evaluation
In general, there are several benefits of the session. I gave suggestions and the mentee seemed to have accepted them positively and thanked me for helping him. I remained both polite and positive in the language I used and was accepting of all answers given. But, then, I think that maybe I failed to engage in a discussion about possible underlying causes behind a mentee’s problems, like their work attitudes or self-esteem. At times during the conversation, I offered advice, although to some extent I should have asked more questions to find out why. 
Analysis
It was helpful to note that what I was doing was indeed mentoring, always providing directive advice while also asking probing questions. While it is common for a mentor to share experience and to coach a mentee, the interaction should not be prescriptive. The use of open-ended questions would probably have encouraged the mentee to think more deeply and more in a dialogical manner. It could have helped create more consciousness and permanent behavioural modification. 
Conclusion
This is because I realized that in order to mentor one has to both teach and ask the right questions. My input was quite constructive in as much as the session might have been more enriched by an extended analysis of the causes of some issues.
Action Plan
In the following mentoring sessions, I will use more questions, which will elicit new solutions from the mentee. In the process, I will also apply policies of rudeness in responding to sensitive issues to ensure that everyone has a clear understanding of them hence enhancing sustainable development.
[bookmark: _Toc185030982]Conclusion
Therefore, this report defined the difference between the goals and the methods of coaching and mentoring in the workplace, with a note that coaching is generally performative or short-term while mentoring is developmentally oriented with long-term relationships. Through the evaluation of the program, it was recognized that while the GROW model can be specific, and goal-oriented, it might also need further changes to meet the increasingly complex, emotionally based developmental requests.
As this report shows, using Gibbs’ Reflective Cycle provided a systematic approach to analysing practical experiences. By the end of this, I realized the significance of the assertive type of questioning while at the same time embracing the appearance of the more non-directive approach that involves listening to the client and empathizing with them. These considerations highlight the importance of linking theory and practice and of creating each session in consideration of whatever perhaps lies beneath the surface of the coachee/mentee process. In accordance with the suggestions made by CIPD in their report, some of the important strategies can be applied to improve the effectiveness of both coaching and mentoring processes – such as continuous reflection and further refinements of the methods used.
In my future work, I’ll think through these concepts and pursuing the ability to be more adaptable to different circumstances, reflect on information more critically, and foster more valuable conversation. Thus, by doing so, I will try to help more people in order to establish a working environment that encourages real progress in the personal and professional lives of employees.
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