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[bookmark: _Toc182246861]1.	Introduction
[bookmark: _Toc182246862]1.1.	Purpose of the Report
According to the words of Baker et al. (2019), “coaching is a process that ensures systematic professional development based on setting one’s objectives, establishing the competencies which will lead to those objectives and orchestrating successful strategies towards excellence.” On the other hand, “mentoring serves to enrich the corporation or academic environment through enduring relationships based on guidance, support, and knowledge.” (Kram, 1985). This reflection will be done using Briscoe’s Reflective Model advanced in a systematized manner to evaluate experiences for the distillation of salient lessons learnt from them. In this model, lessons learned from experiences in terms of outcomes are matched against the emotional feeling towards the same for articulating actionable insights to inform future practice.
[bookmark: _Toc182246863]1.2	Contextual Background
I practiced coaching and mentoring in two separate practical assessments that were intended to build my skills and knowledge concerning the interpersonal dynamics of a professional setting. Coaching in this respect entailed coaching a peer through the structured goal-setting process focusing on his career aspirations, whereas the mentoring experience included feedback and advice based on their work. Both of these experiences comprised the core of my academic curriculum and also reflected broader themes of growth, development, and interpersonally based teaching methodologies that are instrumental in the contemporary employment sector. 
[bookmark: _Toc182246864]1.3.	Reflective Nature of the Report
Personal growth and professionalism largely depend on being reflective. In reflection, the Briscoe’s Reflective Model will be applied throughout this report as it provides the six critical steps in reflection: experience, feelings, evaluation, analysis, conclusion and action plan. Briscoe, 2003. Through this framework, I will dissect my experiences and will critically reflect on what took place during the coaching and mentoring sessions by reflecting upon the experienced feelings, evaluating the efficiency of my practices, and analyzing the outcomes in the light of established theories (See appendix 1 and 3).
[bookmark: _Toc182246865]2.	Critical Evaluation of the Purpose of Coaching and Mentoring
Coaching and mentoring serve important purposes in professional contexts that help with development and improvement at work.
[bookmark: _Toc182246866]2.1	Definition and Purpose of Coaching
The purpose of coaching mainly centers on enabling the individual to achieve his improvement in performance and growth through a non-directive structured framework. The establishment of the individual’s goals, an examination of their current realities, and possible options to move forward act as a catalyst for the change and empowerment of the individual through self-identification of goals, analyzing realities, and exploring options that may be used in order to make progress toward those goals. In coaching, it nurtures accountability and self-awareness because coaches are allowed to take responsibility for their path to success.

[bookmark: _Toc182246867]2.2.	Mentoring: Definition and Purpose
Mentoring has various but complimentary purposes underlining the importance of long-term career development and personal growth with a supportive relationship. It is therefore relationship-based and depends for its success on the experience and guidance that more mature individuals can bring to the development and growth of the less mature mentor. According to Kram (1985) such a process may be used in order to enhance one’s confidence, grasp ways of overcoming obstacles that are common in the workplace and gain access to networking.
The impact of mentoring in recent years has reached a center stage with much emphasis on workplace diversity and inclusion. Such programs have been able to work toward an advantage for under-representation by granting them access to resources, advice, and opportunities not otherwise readily available. According to Ragins & Cotton, 1999, other than the work-related benefit, involvement in mentoring relationships creates a sense of belonging and encourages psychological safety-a key enabler for creativity and innovation at the workplace. Edmondson, 1999.
[bookmark: _Toc182246868]2.3.	Coaching versus Mentoring
Coaching and mentoring are related but distinct in focus and methods. While coaching is oriented toward goals, mainly focusing on the acquisition of skills or competencies within a limited period of time, mentoring is oriented to relationship-building, with a wider agenda comprising personal and professional development in longer periods of time (Garvey, 2011).
The coaching would employ various structured methodologies for progress, say GROW Model. Usually, the coach acts as a facilitator of learning and development by guiding the coaches through focused conversations toward certain outcomes. On the other hand, mentors would be more informal in their way of operation; they would use their own experience to guide and support, often without any formal methodology or pre-defined outcomes.
Also, the kind of relationship that exists between the coach and mentee are different: in the relationship of coaching, it tends to be transactional in nature, and the nature of the coach is objective in character; for mentorship, it is a more involved relationship, which at times is based on emotional support with mutual respect between parties (Ely et al., 2019). The difference in practice for each makes them complementary to each other to satisfy various needs within the context of the organization.
[bookmark: _Toc182246869]2.4.	Literature Supporting
Several research works have proven coaching and mentoring to be effective in bringing harmony in the workplace. Coaching has been related to improved performance and engagement levels of employees contributing to the success of an organization. Research by Ely et al. (2019) also proved that an organization that encourages a coaching culture through investment in employee development enjoys high retention rates and overall increase in job satisfaction.
In the same vein, the advantages of mentoring in terms of career development and personal growth are already well-recorded. Research by Ragins and Cotton (1999) indicates that employees who have mentors have fewer obstacles to career development and thus have higher levels of job satisfaction. Further, the relationships established through mentoring create a sense of belonging and attachment towards the job and organization, and these factors have positive influences on employees’ retention rates and hence organizational culture.
Coaching and mentoring practices are effective because of the positive correlation with employees’ performance; hence, it is an investment that organizations should make. Organizations focus on coaching and mentoring to develop an enabling environment for growth, development, and enhancement of general performance of employees to have some competitive advantage.
[bookmark: _Toc182246870]3.	Critical Analysis of a Particular Model of Coaching
[bookmark: _Toc182246871]3.1.	Chosen Coaching Model Defined
Within the context of this report, a critical analysis will be provided through the application of the GROW Model as an organized coaching model. The GROW Model was developed in the early 1990s by John Whitmore, and has since become one of the most well-known and utilized coaching and performance management frameworks (Whitmore, 1992). It is created on four varied elements: Goals, Reality, Options, and Will. Each element serves a purpose and aims at enabling the coaching discussion and moves towards specified goals.
Aims: This is the preliminary stage of identifying and clearly specifying what the coaches wants to achieve. It encourages setting SMART goals-that is, Specific, Measurable, Achievable, Relevant, and Time-bound-to arrive at clarity and a focus on desired outcomes.
Reality: The coach and coaches consider the present situation and relevant context in which the goals find themselves. This will include the analysis of strengths and weaknesses, and any barriers to attaining the objectives set.
Options: In this stage, various options of strategies and resources are generated, examined, and explored. The collaborative nature of this stage allows creative thinking and the coacher’s empowerment in looking at various routes toward realizing their goals.
Will: Commitment and motivation to act form the final stage of this model. Concretely, this suggests the establishment of an action plan, detailing steps that must be taken and sources of support.
[bookmark: _Toc182246872]3.2.	Benefits of the Coaching Model
The GROW Model presents a number of significant benefits, hence making it an effective coaching methodology.
To begin with, its flexibility, combined with considerable simplicity, makes it an easy concept to adapt and implement in various contexts and industries (Neale, 2018). The formulaic approach helps coaches and coaches make clear points and direction while keeping the session as focused and result-driven as possible while avoiding ambiguity and encouraging constructive dialogue.
The GROW Model inspires and calls for coaches to be responsible for themselves regarding their goals and actions, fostering self-awareness and accountability. Research has documented that individuals who practice personal reflection are indeed more aware of themselves, which prepares a very fertile ground for effective decision-making and further personal development (Schön, 1983).
Moreover, it fosters a relationship coaching environment, so the interaction between the coach and coaches is enhanced. The procedure-teaching the coaches actively-identifying goals, evaluating reality, considering options, and obtaining commitment-offers a sense of release from the power-laden, hierarchical coaching relationship (Berg & Szabo, 2005).
[bookmark: _Toc182246873]3.3.	Limitations of the Coaching Model
Even though the GROW Model thus encapsulates quite a number of advantages, there are certain limitations that must be considered. One of the primary drawbacks relates to its inflexibility-in particular, a situation in which application by the coach may become so completely bound to the model that it narrows his or her capacity to deal with complex or dynamic situations that would otherwise require subtle interventions. In instances where this happens, rigid adherence to the model may lead to ignoring the emotional or relational dynamics core to the coaching process.
The GROW Model cannot fully engage coaches who are at a lower level of self-awareness or uninformed about the coaching process. For example, it would be difficult for novice coaches to articulate a goal or consider the present realities, and this necessitates a more accommodating and contextualized approach-according to Grant 2016. 
On the other hand, the GROW Model places great emphasis on the setting of goals, and it may tend to support single-minded concentration on short-term results, which in turn would compromise the wider perspective and the important personal values driving the coacher’s motivation and aspirations. A more holistic process would involve the personal beliefs and values of the coaches, and his long-term perception regarding career development, which might provide more meaningful insights (See appendix # 4).


[bookmark: _Toc182246874]4.	Reflection on Practical 1: Coaching Experience
[bookmark: _Toc182246875]4.1.	Description of the Experience
In my first assessed coaching session, I engaged in a structured conversation with a peer about her career aspirations-mostly on how she wants to secure a management position within a year. The coaching session took place in a quiet, university room conducive for open communication. First, we established rapport: I assured my coaches that she was in a safe place, and that whatever she said or felt was not under any kind of judgment.
Throughout the session, I guided myself with the GROW Model regarding the flow. I asked my coaches to identify some career goals, and he was yearning for personal growth and to become a better leader. Then, we did discuss what his present situation is: strong points-effective at communication and project management; weak points-being vulnerable because of his lack of direct leading experience.
.
[bookmark: _Toc182246876]4.2.	Applying the Reflective Model
More intense reflection upon this coaching experience will be done with the help of the Briscoe Reflective Model, which subdivides the process of reflection into six key stages: experience, feelings, evaluation, analysis, conclusion, and action plan.
The entire coaching session has been an experience for me as a coach: the open dialogues that I was having with him in order to guide him through the steps of GROW Model, feeling excitement and anticipation as we went through the goals and possibilities.
Feelings: Excited and anxious to start because of my eagerness to make sure that I made a difference while keeping the environment supportive. I was pleased during the conversation, especially those moments my coaches sounded enthusiastic about their goals. The feelings which were against my expectations included self-doubts on whether I asked the right questions or gave enough support.
Evaluation: Critically assessing the session, I did think that I had applied the GROW Model quite well in structuring the conversation. The coaches were able to state their aspirations with clarity, and we considered viable options together. What I did feel I should improve on was probing deeper into the emotional links to the goals that they set-for establishing proper motivation.
Analysis: In retrospect, the insights rewarded me with the realization that coaching methodologies have to be aligned with the emotional landscape of the coaches. Research has shown that emotionally engaged individuals are more motivated and better goal achievers. Goleman states, “Emotions are important in motivation because they tell us what do and what to avoid” (1998). As effective as the GROW Model was, I knew I had to eventually incorporate emotional intelligence into the coaching process for further effectiveness.
Conclusion: It only reinforced that the process required the establishment of a facilitative environment of safety in which vulnerability and exploration could be supported. Further, it also reminded me again that to coach effectively, one needs to let not only structured methodologies but also sensitivity to the more subtle aspects of the coacher’s emotional state get through. Success during the session was facilitated through open communications, trust, and solving the problems together.
Personal Action Plan: I would like to seek further training related to emotional intelligence in the future so that I will understand how to widen the emotional inquiry during coaching. This will make me capable of being in touch with the coaches at a personal level and be even more supportive and responsive in the coaching relationship. Second, I will ask my peers about feedback regarding my practice as a coach and welcome those insights to help refine and make continuous improvements in my approach.



[bookmark: _Toc182246877]5.	Reflection on Practical 2: Mentoring Experience
[bookmark: _Toc182246878]5.1.	Description of the Experience
My practical assessment number two was a mentoring session for a junior student looking for guidance over a critical coursework project assigned. The meeting was organized in one of the campus coffee shops, which was less formal and allowed discussion. The student felt frustrated with developing her ideas on the project and effectively managing her time between different academic responsibilities.
As a mentor, my tasks included giving feedback on their project proposal and at the same time giving some insights into how to manage one’s time. I didn’t dominate the mentorship-it was more collaborative in that I prompted the student to give more detailed ideas of what they were thinking. In this way, our conversations allowed for going in-depth into the student’s motivation toward the project and what attracted his interest in the project, which finally crystallized into his results desired from the project.
[bookmark: _Toc182246879]5.2.	Application of the Reflective Model
I will also critically reflect on the mentoring experience using Briscoe’s Reflective Model through the same six stages.
Experience: The given mentoring was a supportive dialogue that centered on helping the student get over some obstacles with respect to the project and dissolving back-and-forth conversations to bring out their ideas.
Feelings: In the beginning, I felt it was my responsibility to guide my mentee in the right direction. The feelings changed, and I felt a source of pride and satisfaction about my ability to facilitate this change as discussion flowed and I saw the growth of confidence in this student. I was not sure at times; apprehensive about giving the right type of guidance without overstepping the boundaries and not allowing them to be creative.
Evaluation: Revisiting this session, I felt that I was able to create an open and respectful atmosphere. Open-ended questions allowed the student to express themselves, and because of these open-ended questions, they were not put in a position where they would be judged. I did notice my interventions could have been timelier at times. There have been instances when the student showed some reluctance in bringing up concerns, which would suggest further exploration may be warranted.
Analysis: This mentoring encounter analyzed and solidified the importance of psychological safety in mentoring relationships. As Edmondson said, “When people feel safe to express themselves without judgment, effective learning and growth take place.” Facilitating this safety not only enhances trust but also encourages risk-taking in discussions for more profound insights and professional development.
Action Plan: In the future, I would like to use active listening and psychosocial safety training to enhance my mentoring skills. These will put me in a better place to instinctively respond to the emotional state of the mentee and also help foster an atmosphere of openness during discussions. I am also looking at creating more formalized sessions of feedback seeking as a means to stimulate authentic expression by my mentee for promoting open exploration.
[bookmark: _Toc182246880]Conclusion
In a nutshell, the coaching and mentoring experiences have been an enlightening experience in understanding the dynamics that underpin each practice. I engaged the GROW Model in my coaching session, which facilitated a structured but at the same time flexible conversation intended to bring about goal realization. Looking back at this session through Briscoe’s Reflective Model identified emotional engagement and adaptability as core elements necessary in coaching.
On the other hand, during the mentoring experience, I learned how psychological safety and active listening can facilitate an environment to influence the growth of my mentee. A relation of trust was therefore built in which the student did not hesitate to raise concerns or even share their ideas with me without feeling judged; the outcome of this was successful discussions and increased confidence.
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Reflective practice is important because the person is able to think reflectively about the taken actions and how these have affected other people to build ongoing professional development; this view was supported by Schön (1983). The reflective cycle promotes constant learning and improvement and allows practitioners to adapt part of their practice in order to facilitate growth in others more effectively through better relationships and greater effectiveness. Indeed, Moon (2004) states that the insights I will gain from reflecting on these experiences will offer a scholarly basis for informing my coaching and mentoring practices in the future and further foster effectiveness and flexibility in dealing with wide-ranging professional situations.
[bookmark: _Toc182246884]Appendix 2
While both practices provide an opportunity for learning and development, there is an important difference in their scope and time frame: coaching is most often narrower in scope and more focused on short-term needs, whereas mentoring is broader and looks toward long-term personal and professional development. As Garvey (2011) suggests, a coach might assist a person in developing project management skills to become a better performer in the present position, while a mentor may advise on career transition issues, thus being able to expand a person's network and opportunities.
[bookmark: _Toc182246885]Appendix 3
1.4.	Defining Coaching and Mentoring
The two main approaches, coaching and mentoring, are somewhat different from one another but also complement each other in crucial ways, especially in the realm of people’s personal and professional development.
According to Whitmore 2009, coaching is a development process where one individual (the coach) supports another individual (the coaches) to generate chosen desired personal or professional outcomes. The coaching procedure generally covers setting clear objectives, exploring alternative methods to meet those objectives, and allowing accountability through follow-up of progress. To date, it has tended to be mainly short-term, task oriented, concentrating on improvement in specific competencies or skills.
Conversely, mentoring is described as a supportive relationship where an older and usually more experienced individual guides a usually younger and usually less experienced mentee over a relatively long time. According to Kram, 1985, mentoring entails the provision of advice on career development and the sharing of insights into professional growth. Unlike coaching relationships, most mentoring relationships emerge from informal events. They are normally relational and holistic (See appendix 2).
1.5.	Attributes and Skills of an Effective Coach
Various attributes and skills are essential in raising an effective coaching environment. The successful coaches have displayed an effective active listening and thus enabled fully understanding the needs, concerns and aspirations of the coaches, (Newman, 2018). Active listening is characterized by an attitude and attention in regard to what has been said, concentrating not on the words but the tone, emotions or feeling underlying the respective expression for better comprehension. 
Empathy is another important attribute that helps the coaches to establish rapport with their coaches on a personal note, making it open and trusted. According to Neale (2018), by giving empathy, the coach can let the coaches know that his feelings are acknowledged, and that would naturally result in better communication, thus facilitating honest discussions of challenges and aspirations.

1.6.	Overview of Key Theories and Models
A number of basic theories and models underpin the research into effective practice in coaching and mentoring.
Probably the most recognized coaching model is the GROW Model, initially proposed by Whitmore in the year 1992 to present a formal mechanism for goal setting and achievement. The acronym GROW is made up of the first letters of the words: Goals, Reality, Options, and Way. This model provides a good mechanism in coaching that allows both the coach and the coaches to focus on what needs to be achieved, consider the reality of the present situation, look at the possibilities of movement, and commit more to achieve clearly defined goals.
Another powerful model is that of Kram, which describes the stages of the mentoring relationship. According to Kram, there are two primary functions of mentorship: career development and psychosocial support. These roles include giving advice, sponsorship, and exposure along with emotional support, validation, and friendship. Kram’s model emphasizes how these relationships influence professional identity and help further careers.
Theories of emotional intelligence by Goleman (1998) further point to the importance of self-awareness and empathy in coaching/mentoring. Awareness of emotional dynamics provides information for effective interaction impacting the coaching relationship and coaches’ performance.
[bookmark: _Toc182246886]Appendix 4
3.4.	Application Scenarios
It is the GROW Model, which certainly has its best-fitting application in the varied contexts of coaching, especially in an organizational context where performance enhancement is of prime importance. The model can also be used effectively in performance management situations where clear objectives have to be set up and aligned with the organization’s overall goals and objectives. A coach might utilize the GROW Model in helping his employees to set targets for improving productivity or acquiring new skills, thus contributing to both personal and organizational success.
The GROW Model can also be applied to personal development planning by enabling people to express their hopes and concretely think of ways to reach these hopes. Particularly, it calls on the coaches to reflect on their interests, strengths, and ambitions in the line of professional careers. This cultivates ownership and personal power as each one takes responsibility for his or her path.
The GROW Model applies very well in a mentorship setting, as the meaningful conversation between a mentor and mentee can be channeled through the structured phases of the model, which help the mentor show the way for the mentee to discover his hidden potential and develop actionable pathways toward professional growth.
Finally, the GROW Model would be helpful in leadership coaching where leaders are taken through setting strategic goals, evaluating organizational realities, considering different ways to lead, and committing to viable plans that increase their contribution as leaders.
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