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Introduction
This report is written for reflective purpose. During this model we are required to work alongside a fellow student to coach and mentor each other allowing us to develop our management skills further. This report will be a reflection on the coaching and mentoring experience that I have gained during this module. The purpose of a reflective report is to truly understand the knowledge we have gained and the gaps we need to fill with further knowledge. Acknowledgement of one's self-progression plays a key role in reflective tasks.
Coaching and mentoring ae both developmental processes aimed at enhancing individual growth, however the approach they take towards achieving a goal does display differences. Coaching is often referred to a goal-orientated interaction with a clear structure. The focus within coaching tends to be performance improvement within specific areas over a short period of time, Whitmore (1992) provided a well-known definition of coaching, “unlocking a person’s potential to maximise their own performance” this encourages self-discovery rather than instruction. Mentoring involves more of a long-term relationship between the mentor and the client. Guidance and support are required in both professional and personal development areas, often required by a mentor that has more experience, this allows them to provide advice and share experiences. Mentoring can help with career development.
These definitions highlight the nuanced differences: whilst coaching is more performance and task-focused, mentoring requires a broader developmental approach 

Critical evaluation of the purpose of coaching and mentoring in the workplace
Within the workplace coaching and mentoring are widely utilized, facilitating the enhancement of professional and personal development. Each having their own unique but complementary purpose. Coaching and mentoring both share the aim of fostering a culture of continuous improvement, increasing the engagement of employees and driving success within the organization. 
Coaching in the workplace focuses on the improvement of specific skills, behaviours or performance. Used a short-term intervention, to target immediate goals, such as developin leadership capabilities or enhancing job performance. According to Whitmore (1992) coaching is fundamentally focused on self-discovery allowing a person to discover themselves on a deeper level giving them the ability to “maximise their own performance”. In this context coaching allows employees to engage in reflective practices where they will continuously make critical evaluation on their actions, strengths and areas that require development. The core purpose of coaching is to cultivate a growth mindset, this encourages employees to view challenges as opportunities to develop rather than as setbacks (Dweck,2006). Focusing on goal-orientated activities, coaching encourages individuals to set specific, measurable goals and work towards them with a systematic approach, this would usually be under the guidance of a coach, acting as a facilitator rather than a direct instructor (Garvey, et al.,2018). Structured feedback and guidance can help employees adapt to their new roles, enhancing their leadership skills and improving productivity.
On the contrary, mentoring involved a more long-term relationship that supports holistic development, focusing on not only the immediate job performance but also on broader career aspirations and personal growth. Mentoring usually consists of a more experienced individual paired with a less experienced one, facilitating the transfer of knowledge, career orientated guidance and professional network development (Kram, 1985).
The main purpose of mentoring is to provide employees with a sense of direction. Enabling them to navigate their careers developing skills that will be relevant to them in the long term. This approach is more directive, allowing mentors to provide advice, share their experiences and ultimately act as role models. Mentoring can enhance job satisfaction and job retention by offering a supportive environment where employees feel valued and connected to the larger mission of the organization (Ragins et al., 2007).
Coaching and mentoring serve complementary purposes in the workplace, contributing to individual and organizational growth. Coaching is typically used for addressing immediate challenges. For example, coaching can become invaluable during organizational change where employees need to acquire new skills or adapt to different roles (Wilson, 2011). On the other hand, Mentoring can support broader long-term career development by focusing on personal and professional growth, succession planning and networking. It facilitates the discussion of mentees aspirations and challenges by providing them with a safe space to do so, this often results in increased engagement and loyalty to the organization (Clutterbuck, 2014).
Despite their benefits, coaching and mentoring face challenges in implementation. One of these challenges is ensuring that these programmes align with the organization's goals and that they also cater to the individuals' needs without creating a new line of dependency. It is imperative for both coaching and mentoring relationships to maintain a balance of guidance and autonomy to foster independence within learners (Garvey et al., 2018). Moreover, the effectiveness of coaching and mentoring depends majorly on the quality of the relationship between coach/mentor and coachee/mentee. Trust, open communication and confidentiality are vital for the success of these developmental processes (Kampa-kokesch et al.,2001). Without these foundational elements the potential for genuine development diminishes.
Essentially, both coaching and mentoring are essential tools in the modern workplace, each offering distinct advantages. 

Reflection on practice 1
Driscoll’s model is a simple framework based on 3 questions: what? So what? Now what?. This model encourages reflective practitioners to describe the event, interpret its significance and then consider future actions. Its practical for quick, focused reflections (Driscoll, 1994). 
The practice on which i am reflecting is a coaching task for which i had to work with one of my peers. I had to create my own coaching session based on a coaching model i had learned during this module. This coaching session was structured around an issue my peer had previously discussed with me. The model i decided to follow was the GROW model (Whitmore, 2017).  this model facilitates structure and effective guidance. The session was focused on a specific challenge my peer was facing in managing her time keeping. Here i will reflect on the coaching experience, highlighting what went well, the challenges encountered and what i could improve on in future sessions.
The session began with establishing the Goal. I encouraged my peer to articulate what they wanted to achieve by the end of our conversation. We clarified that the main goal was to create a more effective strategy to manage time without feeling too overwhelmed. Establishing the goal was quite straightforward as my peer was clear on the issues they were facing, however, i realised the importance of asking probing questions to ensure the goal was SMART (Doran, 1981). Next i guided my peer to explore the Reality of their situation. I asked questions about the current state of her timekeeping, the specific challenges she was encountering, and any strategies she had already tried. My peer shared feelings of stress and frustration, this highlighted the emotional component that often accompanies high-pressure situations such as university assignments, which was a worry of my coachee. This part of the session required me to be an attentive listener. I found it challenging to balance empathizing with their struggles while maintaining a solution-focused mindset. It slowly became clear that understanding the reality was crucial for setting a foundation for change. In the Options stage we brainstormed potential strategies to address the problem. I encouraged my peer to come up with several solutions without initially judging them, which fostered a more open and creative environment. Together we discussed possibilities like breaking down tasks into smaller steps, prioritizing activities, and delegating certain responsibilities to colleagues. This stage of the coaching session was the most engaging, as my peer became visibly more optimistic and motivated. I realized how important it was to ask questions that encouraged ownership of the solutions rather than imposing my own ideas. Finally, we moved to the Will phase, where my peer committed to specific actions. We developed a concrete action plan with timekeeping and identified potential obstacles that might arise. I found it essential to hold my peer accountable by asking how they would stay on track, what support they made need, and how would they know their actions have been successful. This stage reinforced the importance of ensuring that my peer was both confident and committed to implementing the plan.
I felt that my strengths lay in creating a comfortable environment for open communication. My peer appreciated the rapport i had built between us and she felt comfortable to talk to me without judgement, this highlighted the importance of building trust in a coaching relationship. However, i also recognized that i had areas that needed improvement sometimes i drifted into offering advice rather than facilitating self-discovery.

Reflection on practice 2
In this mentoring session i aimed to support a colleague struggling with effective time management. They often found themselves missing classes at university and arriving late to classes she was present; all of this she reported to give her a feeling of being overwhelmed. The objective of our session was to explore their current time management habits and identify strategies to improve. I initiated the session by discussing her daily routine and a typical day at university. We focused on uncovering specific areas where time was being lost and highlighted the impact it had on their performance at university and their personal well-being.
The session made me realise how much of a barrier poor time management can be to productivity and morale. My mentee identified several factors contributing to their struggles, such as lack of prioritization, getting easily distracted, and not scheduling downtime, which led to burnout. We discussed possible solutions including setting clearer priorities, using digital tools like alarms and calendar reminders and creating to-do lists. As a mentor, i became more aware of the importance of listening actively. By allowing the mentee to articulate their challenges without immediately offering solutions, i could better understand their specific needs. However, i noticed a tendency to slip into a directive style when they asked for specific advice, instead of fostering a space for them to arrive at solutions independently. This highlighted, for me, a challenge in balancing guidance with encouraging autonomy. The reflective process underscored the need for empathy. My mentee expressed feelings of disappointment over missed deadlines and days off, this made me realize how crucial it was to create a non-judgemental space. Validating my mentees feelings and encouraging a forward-thinking approach improved the tone of our conversation, making her more receptive to discussing strategies.
Reflecting on this experience, i recognize that my mentoring style needs some refinement to give greater independence to my mentees. In future sessions i will focus on offering more open-ended questions.  instead of making suggestions that will lead the mentee to a specific answer i intend to ask of their opinion and guide them to a solution that suits them. Another takeaway is the importance of ongoing support. Effective time management requires consistent effort, and i plan to follow up with my mentee to review their progress and adjust strategies as and when necessary. I'll also explore new time management frameworks. As someone that struggles with teamwork i also earnt the importance and value of patience. This mentoring session taught me that allowing someone to navigate their own paths builds confidence and ownership. In future sessions i will refine my mentoring approach by focusing on empowering mentees more, guiding them through self-reflection, and providing consistent follow-up to sustain progress. Effective mentoring, particularly on time management, involves understanding individual challenges, offering tailored advice and supporting the mentee in taking ownership of their personal development.

Conclusion 
In conclusion, engaging in coaching and mentoring sessions has significantly enhanced my understanding of effective guidance in professional development. These experiences have highlighted the power of structured framework’s, such as the GROW model and Driscoll’s reflective cycle, to guide both myself and my mentees through a purposeful process of growth. By focusing on active listening, empathy, and the use of open-ended questions, i have seen firsthand how these approaches empower individuals to identify their own solutions and take ownership of their development. Coaching sessions underscored the importance of setting clear goals and fostering accountability, while mentoring allowed for a deeper exploration of personal and professional challenges. Both approaches share the core principle of building trust, which is essential for effective communication and creating an environment where constructive feedback is welcomed. 
Reflecting on my own practice has been crucial in recognising areas for improvement, such as the balance between guidance and autonomy. I have learned the value of patience, resisting the urge to provide immediate answers, and instead allowing space for the coachee/mentee to reflect and draw their own conclusions. These insights have not only enhanced my coaching and mentoring skills but also reinforced the ongoing nature of learning. Each session provides an oppurtunity to refine my approach, respond to unique challenges, and adapt strategies to different individuals. In essence, coaching and mentoring are dynamic processes that involve continual self-reflection, adaptability, and a commitment to facilitating meaningful, sustainable change for others. Based on my feedback i am happy with the skills i have learned. I started this module not wanting to work with my peers having a fear of communication and group work. I have overcome this fear, made a new friend within my peer and gained much confidence. 
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