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[bookmark: _Toc172632206]Introduction 
Grouped in a manner oriented towards Kolb’s Experiential Learning Cycle, this reflective report encapsulates the knowledge gained from mentoring and peer coaching sessions. It will look something like this: introduction of coaching and mentoring, it is objectives and definition, critique of coaching and mentoring in the workplace, analysis of the selected coaching model, what was your initial thoughts about the actual sessions, and a conclusion. Also, definitions and analogies of both coaching and mentoring are supplied, followed by a discussion of the traits and skills vital to each role.
[bookmark: _Toc172632207]Definitions and comparison of coaching and mentoring
In our perspective, the question about the difference between coaching & mentoring arises from the purpose of the polarity to achieve the short-term and long-term goals of the person, using questionings, listening and feedback.
Coaching is an activity of designed development which is a goal directed, time limited interaction that energises people in the enhancement of their skills and their ability to perform specifically assigned task (Jones and Smith, 2021). This coaching refers to guiding an individual to achieve specific goals and overcoming select challenges, whereas mentoring is a general informal process where more experienced individuals provide their experience to less experienced. Also, coaching is a platform for achieving specific, focused goals, while mentoring is a general, informal process where more experienced individuals share their experiences to less experienced (Salter, 2013).
As mentioned earlier, both these activities are tools which helps us achieving our personal and professional goals. However, we can conclude that coaching is specifically and focused on short-term goals while mentoring is aimed at the long-term development of a person. The relationship between coach and the person (to whom he/she is coaching) is structured and formalised, whereas mentoring relationship is informal and non-formalised in nature (Launer, 2019).
[bookmark: _Toc172632208]Critical assessment of the reason of coaching and mentoring within a workplace
Both workplace coaching and mentoring can help to enhance performance, individual development and organisational growth (Jones, Woods and Guillaume, 2015). These two techniques can promote the success of the company and the whole person.
[bookmark: _Toc172632209]Key workplace mentoring and coaching goals

 The goals of coaching are performance, learning and problem-solving. This very directive approach encourages workers to think in terms of short-term deliverables. Coaching could support workers to adapt and develop skills, and overcome barriers to productivity  (Connor, J Pokora, 2017). Coaching might increase worker performance and levels of satisfaction with their jobs through a structured approach (Khakwani,  Aslam and Azhar, 2012). In this setting, GROW (Goals, Reality, Options, Will) models are commonly used.
 However, mentoring is about improving and strengthening mentees over years. A more experienced person mentors a less experienced person in terms of knowledge-sharing, career tips and tips on personal growth. Due to the above reasons, mentoring relationships are long-term and based on trust in order for the mentee to be able to grow in their lives. Mentoring bolsters mentees chances of succeeding in their jobs, staying committed to their companies and navigating challenges in the workplace. (Connor and Pokora, 2017). 
[bookmark: _Toc172632210]Contrast & compare mentoring and coaching

Mentoring and coaching increase individual and organisational success, yet they are different. Performance-based short-term coaching involves setting goals and developing individual staff skills. Team-specific issues are addressed in group meetings. The coach utilises many models and strategies to track objectives and progress. Coaching enhances the development of skills and performance by being clear and structured (Network, 2005).
 Mentoring is more enduring and relationship-oriented in its focus. It provides career counselling and personal development, and it opens doors for networking in professional settings. The lack of formal structure and flexibility and accommodation can enhance the meaning of a mentor-mentee relationship. Hamlin and Sage, (2011) suggest it might even start to impact one’s personal life alongside their work. Mentors improve mentees’ professional as well as personal lives. Mentoring is a relationship for long-term professional development while coaching is considered to enhance performance.
Overview
Analyse the person and company's needs and select between the mentoring and coaching. If someone in need of improving performance, they may choose to be helped by the coaching meanwhile to upgrade their job. However, mentoring will be more appropriate for someone seeking professional guidance and personal advancement (Parker, Hall and  Kram, 2008).
However,  coaching and mentoring are the best tools that the worker can draw upon. Coaching can involve short-term, systematic interventions to improve performance or add skills, whereas mentoring tends to offer longer-term development support through human relationships. Both practices create a culture where the worker feels cared for and engaged, and the company as a whole can thrive (Hamlin and Sage, 2011). 
[bookmark: _Toc172632211]Critical analysis of the MMM model of coaching
[bookmark: _Toc172632212]Definition of the MMM model of coaching
MMM mindset, methods and measures takes a more holistic approach by incorporating three elements:
 Mindset (the ongoing need to learn and change (Salomaa, 2017).
 Methods (the coaching techniques and strategies used; eg, active listening, questioning techniques, goal-setting frameworks such as GROW, (Kraft, Blazar and Hogan, 2016).
Measures (the need to monitor progress and results to determine the effectiveness of the coaching intervention and its alignment with the coachee’s goals (Salomaa, 2017).
[bookmark: _Toc172632213]Critical analysis of the MMM model of coaching

These benefits make the MMM a highly effective and widely applicable coaching tool. However, there are some limitations which must be recognised. 
Benefits encompass:
· The MMM model is a generic 3D model that captures, in a systemic perspective, all the major pillars of coaching; mindset, methodologies, and metrics. As pointed out by Wu, Wang and Wang, (2016) this will achieve a better balance and coordination of the process. 
·  Promoting a growth mindset, then, would be about creating the culture to support modifying people’s thinking so they espouse a mindset conducive to resilience and continuous development (and thus they would build a culture of resilience and continuing upward development). This would be useful in complex and ever-changing settings ( Kraft, Blazar and Hogan, 2016).
·  Proven coaching methodologies are used so that the sessions are structured in a certain manner in order to achieve certain goals. Through active listening & The GROW model, as per Endsley and Garland, (2000) a better communication and ability to solve problems might be achieved.
· The measurements in MMM are integrated, so that you can monitor progress and also measure the impact of coaching. You give explicit attention to results that can be quantified. This creates a responsibility to build and refine coaching strategies, and also to ensure that they are aligned with the coacher’s objectives (Kraft, Blazar and Hogan, 2016).
Possible disadvantages:
· Because the MMM is an integrative set of techniques, its use presents challenges, especially for inexperienced coaches. The tension between building a mindset, devising strategies, and measuring outcomes requires a certain level of knowledge and experience  (Endsley and Garland, 2000).
· Potential Rigidity: Though models are useful, there’s a danger that they will become too rigid and prescriptive. Having a fixed structure can lead coaches to err on the side of focusing too much on the steps of the process, rather than tailoring the process to the needs of the person being coached (Chojaczyk,  Teixeira, Neves and Cardoso, 2015). 
· Obstacles to measuring development How we gauge development in coaching might be very subjective and difficult at times. Assessing your own personal/professional development requires critical reflection, which unfortunately is not always conducted in a systematic manner, along with the right kind of tools that are not always available or even as accurate as we would like to believe (Endsley and Garland, 2000).
Instances where the MMM Model is particularly advantageous include:
· The MMM model is particularly valuable when undergoing deep changes in an organisation.  Stützle and Hoos, (2000) argues that the growth mindset is a wonderful tool that people often use to cope with adaptive challenges. A structured approach gives clear guidance, while measurable results allow an organisation to achieve its goals.
·  The MMM model is a very good approach to support effective leadership development programmes, as it offers development leaders who are capable of embracing change and develop resiliency. Specifically, the employee’s development is supported by fostering a growth mindset, leveraging effective leadership coaching skills and embracing the assessment of the leadership competencies (Stützle and Hoos, 2000). 
·  Therefore, the MMM model offers a systematic way of improving those areas of workers’ performance and talents in a more accountable manner. As Beven and Freer (2001) further notes, focusing more on measurable objectives will ensure that performance improvement will always be monitored and assessed.
However, the MMM coaching model is a rich approach that provides a solid framework incorporating mindset, methods and metrics, which is very likely to improve the quality of coaching interventions (Stützle and Hoos, 2000). The comprehensive nature of this technique makes it applicable to many coaching situations and, as already mentioned, very suitable to organisational change, leadership development and performance enhancement scenarios despite the many limitations.
[bookmark: _Toc172632214]Reflection on practical 1: Coaching and goal setting/ Kolb’s Learning Cycle 
Introduction 
Reflection will be based on Kolb’s Experiential Learning Cycle, a four-phase paradigm. The first phase is concrete experience, followed by reflective observation, abstract conceptualisation, and active experimentation. This process of reflective practice will help me to identify areas of strength and areas that would enhance my coaching style (Turesky and Gallagher, 2011).
Concrete Experience
 In the peer coaching meeting, I focused on goal setting using the GROW model (Goals, Reality, Options, and Will). I started with identifying one career goal with my partner and discussed the reality of their current situation and condition, the options to achieve the goal, and finally the will to do so (Stirling, 2010). We went through the process in 15 minutes, guided by my active listening and questioning.
Reflective Observation
However, I realised that the coaching questions that I asked helped my coaches to find a more focused and clear view of what their objectives might be. However, I also saw that, occasionally, I may have interrupted by injecting a thought, and I felt that this may have possibly broken the coacher’s mental stream. In other words, the GROW model provided a systematic structure to ensure that the discourse stayed on path and was keeping pace. (Turesky and Gallagher, 2011). The coaches suggested that she had benefitted from greater clarity and inspiration throughout the session.
Abstract Conceptualization
 Abstraction is a term that encompasses the process of categorising and understanding ideas or concepts in ways that are not tied to specific things that exist in the world or can be perceived through the senses. Abstraction is considered one of the defining abilities of being human. For example, when you look at a tree in front of you, then you are able to recognise it as an individual tree because you are able to abstract the concept of ‘tree’ from your sensory experience. Now I appreciated what it meant to be patient and provide space for the coaches to express her thoughts without interruptions. The application of the GROW model worked  it facilitated a fluid movement from setting the goal to planning the actions. This conversation highlighted the need for a systematic approach in coaching to ensure that goals are clearly stated and achievable ( Kohonen, 2007).
Active experimentation
 For my next coaching sessions, I will improve my active listening by being more patient and embracing longer silences. I will continue using the GROW model, also adding other coaching models to enhance the results of my coaching sessions. Moreover, I will provide more balanced and fair feedback, ensuring that the coaches feels inspired and motivated (Turesky and Gallagher, 2011).





[bookmark: _Toc172632215]Reflection on Practical 2: Mentoring and providing feedback utilizing the Johari Window
Introduction 
 This reflection describes my experience and how I used the Johari Window tool in mentoring and giving feedback to my coaches. Above is an instruction that describes a task, paired with an input that provides further context. This reflection uses the model for experiential learning by Kolb to reflect my experience in mentoring and sharing feedback using the Johari Window tool. The model will be used to analyse my experience and draw the lessons that will help me improve my future performance.
Concrete Experience
I fed back to my mentee on his performance during the peer mentoring session using the Johari Window. Also, the peer mentoring session will have a focus on the use of Johari Window to develop self-awareness. This will be a skills-based workshop where we will attempt to review what is familiar and unfamiliar about the mentee as a mentor. We will endeavour to develop better communication and self-awareness through the use of the Johari Window by increasing the open quadrant of the window through feedback exchanged in the form of observations and comments (Bergquist, 2009). Accordingly, the workshop will look at the skills of active listening, use of questioning and summarising.
Reflective Observation
I realized that the Johari Window system helped to make the session more open and honest, and that my mentee had been willing to be receptive to comments and to interact and speak. Also, I felt that I could have used some more specific examples to back up my comments. My mentee began to understand which of his strengths he had and where he needed to improve. However, sometimes the talk wandered off the subject, and I was not as effective at getting it back on track (Luft, 2009). 
 Abstract Conceptualization
Abstract conceptualisation is the ability to grasp concepts that do not relate to things or processes that can be perceived by the senses. After all, I was forced to learn the hard way that it is all about specific examples to give feedback that works. The Johari Window format worked well as a framework to increase self-awareness in mentoring and create better communication. The workshop stressed the importance of keeping focus and intent in mentoring meetings to keep goals on track (Bergquist, 2009).
Active experimentation
 For the next mentoring sessions, I will bring some concrete examples to make my input more impactful. I will continue using the Johari Window tool and, at the same time, research on other mentoring frameworks to expand the structure and reach of the feedback. To keep the conversation on track, we will agree to an outcome before our session starts and check in periodically to ensure that we are still on track (McKimm, Jollie and Hatter, 2007).
However, by reflecting on this pragmatic experience by applying Kolb’s Experiential Learning Cycle, I have gained some useful insights on my coaching and mentoring skills. By identifying the areas where I need to improve and implementing these insights in future sessions, I want to improve my coaching and mentoring skills and as a result, hopefully improve myself professionally and help my colleagues in the same way.
[bookmark: _Toc172632216]Conclusion 
This paper aims to analyse the process, as well as the benefits of coaching and mentoring in the workplace, based on Kolb’s Experiential Learning Cycle. Three definitions, objectives and crucial assessments were studied, pinpointing how coaching and mentoring has their own individual, but also complementary roles in a professional´s development. Coaching is a structured and focused process designed to optimise certain skills or competencies and remove blocks to effective performance using powerful techniques such as questioning, listening and feedback. The GROW model (Goal, Reality, Options, Way forward) is a powerful coaching which increasing clarity and enhancing the ability to achieve goals. Mentoring, in contrast, is an enduring, relationship-based form of support that drives holistic personal and professional growth. The Johari Window technique helps to increase self-awareness and promote greater openness. 
 By incorporating the three components of the MMM coaching paradigm Mindset, procedures (pp) and measures and by emphasising the importance of continuous progress, organised procedures and quantifiable results, Dweck offers a unifying framework for effective coaching. Because of its emphasis on flexibility and responsibility, the MMM paradigm is particularly useful under conditions of flux.  As a result of these experiences, I found that certain concepts, such as the value of patience, clear parameters and constructive criticism, have become increasingly important. Due to how these experiences involved attentive listening and communicating, I have come to recognise the need for improvement in these skills.  In general, in the future I will adopt this way into my profession. I intend to apply GROW model and Johari window tool in my coaching and mentoring session. I intend to apply systematic method and right communication. I believe that by continuously reflections and redefining my method, I can collaborate with the organisation toward a supportive and learning culture.
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