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[bookmark: _Toc193384924]Introduction
Reflection is an important part of learning as it enables a learner to understand their performance better by looking into why they succeeded and why they failed (Bennett et al., 2016). This report reflects my performance on two practical exercises of coaching and mentoring. The reflection is done using the Borton model of reflection which Woodward et al., (2023) note is recommended because of its simplicity. The Borton model of reflection guides students through a reflection exercise using the three steps of "What? So What? Now What?". The report also discusses the concepts of coaching and mentoring and how they are applied in workplace settings.
Coaching is defined as a structured relationship where a coach aims at helping an employee to improve their skills and their performance levels. An effective coach needs skills such as communication, active listening, and empathy (Cleary and Horsfall, 2015). On the other hand, mentoring is a long-term unstructured relationship where an experienced employee helps a less experienced employee with guidance on overall career development. An effective mentor should have skills such leadership, empathy, communication, and listening (Cleary and Horsfall, 2015).    
[bookmark: _Toc193384925]Critical evaluation of the purpose of coaching and mentoring within a workplace
Coaching and mentoring processes are important processes in organisational and human resource management as they have several impactful purposes. For instance, coaching and mentoring are essential for improving the level of skills that employees demonstrate in the workplace (MacLennan, 2017). Through coaching and mentoring, employees ae able to understand the steps by which they can develop their skillset to be levels where they become more efficient when playing their roles. 
Coaching and mentoring can be used for the purpose of building good working relationships in the workplace. The processes of coaching and mentoring involve creating good relationships between the employees being coached and mentored and experienced individuals that assume the roles of coaches and mentors (MacLennan, 2017). This makes individuals in an organisation develop a positive relationship, which is important for the workplace as it boosts harmony. 
The processes of coaching and mentoring can further be used for the purpose of improving productivity in the workplace. The productivity of an organisation is dependent on the productivity of the individual employees who perform different roles on their behalf. Coaching improves the productivity of individuals by improving their skill level. On the other hand, mentoring improves the productivity of individuals as mentors provide personalised guidance to employees and develop their general knowledge about their roles and their careers (Lancer, Clutterbuck and Megginson, 2016). The overall consequence of the two processes, therefore, is an improvement in employee performance, which improves productivity in the workplace. 
Coaching and mentoring can also be used for purposes of improving employee engagement in the workplace. Employee engagement is the degree to which an employee feels emotionally attached and committed to his or her role in the workplace. Organisations and employees benefit from high employee engagement as it improves performance, and it indicates job satisfaction for the employees. When employees have a hard time performing their roles due to issues in skills or lack of understanding the roles, they become disgruntled and lose engagement to their roles (Garvey and Stokes, 2021). Coaching and mentoring increases employee engagement levels because the two processes improve the employees’ ability to perform their roles with ease and efficiency. 
The two processes of coaching and mentoring can be compared and contrasted based on how they approach employee development. The main distinction between coaching and mentoring is that coaching aims at achieving specified goals while mentoring aims at achieving general goals. For example, a coaching process can aim at improving a specific skill in an employee while a mentoring process can aim to improve an employee’s general knowledge about their role (Hussey and Campbell-Meier, 2021). The second point of contrast between the two processes is that coaching involves a short-term relationship between the coach and the learner that ends when the specified goal is achieved while mentoring can have relationships with undefined periods. The two processes are similar in their ultimate goal of developing the capacity of employees in an organisation. Both a coach and a mentor have the goal of making employees capable of performing at high levels and increasing their efficiency (Hussey and Campbell-Meier, 2021). 
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The GROW coaching model was developed by Sir John Whitmore based on his studies on coaching in organisational settings (Mohapatra, 2016). The model provides coaches with a framework for coaching learners that follows the four steps of goal setting, establishing reality, exploring the improvement options available for the learner, and showing the will to commit toward working to achieve the established goals. The process of goal setting that is denoted by the first initial ‘G’ in the model involves discussing with the learner to understand the objectives that learner wants to achieve as a measure of improvement. The second step of stablishing the reality that is denoted by the initial ‘R’ in the model involves involving the learner to understand their current capabilities (Mohapatra, 2016). The third step of exploring the options denoted by the letter ‘O’ in the model involves guiding the learner to know the strategies available to him and how he can use the strategies to achieve his goals. The final step in the model denoted by the letter ‘W’ involves helping the learner to show will and committing to applying the strategies to achieve his goals (Singh et al., 2015). 
The GROW model of coaching has been praised and criticized by people who have used it and researchers who understand the process of employee personal and professional development. One of the advantages that has been identified by people in favor of the model is that it advocates for intensive involvement of the learner (Peláez Zuberbuhler, Salanova and Martínez, 2020). In all four steps in the model, the coach is advised to work closely with the student and take into consideration the student’s input as part of the information he should use to make decisions. The model has also been praised for its focus on goal setting as its entire framework guides the coach to help a learner set a goal and achieve it. The approach is advantageous as it makes it easy for the coach and the learner to measure the improvement by determining the extent to which the goals have been achieved (Peláez Zuberbuhler, Salanova and Martínez, 2020).  
In addition, the model is versatile as it can be used for both professional and personal improvement. Professionally, one of the cases where the model can be used is improving the skills of an employee where a coach helps an employee to set goals that would signify an improvement in their skills. Personally, the model can be used to achieve personal growth in areas such as public speaking and time management. On its disadvantages, the model has been criticized for ignoring other human factors that can limit employee performance such as the emotional and psychological factors. The four steps in the model focus on performance and the achievement of set goals, but do not address the emotional and psychological aspects that can determine success or failure (Shoukry and Cox, 2018). Secondly, the model is limited by its dependence on the learner’s willingness to improve, which makes it inefficient in cases where learners are not willing to commit to their own improvement. 
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The coaching practical that I completed involved coaching some of my team members to improve their performance to meet the expectations of team performance. I used the GROW model of coaching and focused on the element of reality where I established the current levels of the team members I coached. I used questions to determine the current reality and capacities of the team members and the reasons for their underperformance. During the coaching process, I also established the strategies that had been used to try and address the underperformance. I established that the strategies that had been used to try and improve the team performance included individual discussions, providing additional training materials, and setting clearer performance expectations. Despite the implementation of these strategies, I established that the reality was that the strategies had a minimal impact on the team performance.
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During the coaching process, my experience was characterized by different feelings that changed depending on the issues I faced. At the beginning of the coaching, I felt fear of failure as it was the first time I was attempting a practical coaching process. However, as the coaching process proceeded, I began to feel confident in my ability. Looking back, I feel proud that I successfully participated in a coaching practical even though I experienced some difficulties. The coaching process enabled me to learn the skill of using questions to acquire information about the current reality of an individual that needs to improve their performance. I learnt this skill as I was able to use the questions appropriately and know more about the existing levels of performance and the strategies that were implemented to address the problem. The main part of the practical coaching experience that went well was the part of understanding the reality of the team situation using the questions I asked. This part went well because I framed the questions in a way that asked for specific information as opposed to general questions about the team. The part that did not go as well as I would have liked was setting the strategies that would enable the team performance to improve. I struggled with this part as I had to find strategies that would improve the performance of the team as a whole as well as the performance of individuals in the team. 
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The coaching experience enabled me to learn important lessons and draw useful conclusions about coaching that I will use in future coaching practical exercises. The first lesson I learnt was that I needed to focus on team dynamics as opposed to individual performance. In the future, I will act on this lesson by ensuring I focus on team dynamics whenever I have to coach an improvement of team performance. I also learnt that the questions that one asks in trying to establish the current reality of a learner’s performance are important in the coaching process as they inform the strategies to be applied. I will apply this lesson in the future by framing the questions I ask in the second element of reality in a specific way so as to get the best information from the learner. 
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The mentoring exercise involved mentoring my learning partner on how they can improve their coaching performance. In her coaching process, she was aiming at coaching a learner to improve on her time management such that she is able to submit all her projects on time. In the mentoring process, I applied the force field analysis tool designed to understand the forces that promote one’s success and those that can hinder their improvement. From the force field analysis tool, I discovered that my partner was supported by several forces including the fact that she could coach a clear goal setting process, she understood the consequences of her coachee missing the deadlines for project submission, and she accurately determined that the student needed to complete the project before the deadline to create a buffer time. On the other hand, the force field analysis showed that the restraining forces she faced included unexpected challenges and the difficulty of balancing schoolwork and personal commitments. At the end of the mentoring process, I provided my mentee with feedback on her performance and enquired how she plans on strengthening her time management skills. 
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During the mentoring process, I experienced different feelings that included fear, excitement and anxiety. The fear I felt at the beginning of the mentoring process was because I was not confident of my ability to mentor my learning partner. I also felt excited when I was able to use the force field analysis tool correctly as it was my first encounter with the tool. I felt anxiety when I gave my learning partner my feedback on her performance as I was careful not to make her feel offended by my analysis of her performance. The impact of the mentoring process for myself was to improve my mentoring ability. The process also impacted on my mentee as it revealed to her the issues she can fix to improve her performance as a coach.  
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There are lessons I derived from the mentoring process that I believe will help me become a better mentor in the future. The first lesson I learnt was that mentoring requires aa good relationship between the mentor and the mentee. I observed this from how my relationship with my mentee enabled us to work well together. I will apply for this lesson in future by intentionally creating a good relationship with any person that I will mentor. I also learnt that the force field analysis tool is effective for discovering how to best mentor an individual. Moving forward, I will learn more about the tool and improve my ability to use it in practical mentorship. Finally, I learnt that mentorship helps the mentor learn while they are improving the learner. In my future mentorship practical exercises, I will take the opportunity to learn more about the learner and their roles in order to be able to mentor them better.  
[bookmark: _Toc193384935]Conclusion
The processes of coaching and mentoring are critical in the workplace as they can be used for useful purposes such improving productivity, creating good working relations, and improving employee skills. The two processes are similar as they both have the objective of improving the capacity of employees to perform effectively. The essay has shown that the two processes are different based on the length of relationship and the specificity of the goals they aim at achieving. 
The reflection on my two practical exercises of coaching and mentoring has revealed lessons that will be helpful in my future practices. I have learnt that in both coaching and mentoring, one needs to create a good relationship with the learner. I have also learnt that one should understand the learner’s current reality and goals well in order to be able to coach and mentor effectively.  
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