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[bookmark: _Toc182583260]Introduction
	Coaching and mentoring play a crucial role in ensuring inexperienced employees get new skills that can enable them to work (Garvey et al., 2021). Coaching refers to a developmental process where an experienced person works with learners or clients to support their professional and personal goals (Koopman et al., 2021). Mentoring refers to a collaborative working process where an experienced person shares knowledge and skills with a less experienced person, called a mentee. Mentoring and coaching differ by purpose, duration, and focus. The purpose of coaching is to achieve specific goals for a learner or client while mentoring is to be adaptable and holistic meaning that it can achieve different goals including being informal and personal (Koopman et al., 2021). Mentoring is an ongoing process that can evolve and coaching is structured to achieve short-time goals. Mentoring does not evaluate performance while coaching is evaluative and measures change and performance. Good communication skills are required by both mentors and coaches. Coaches also need to have good critical thinking and evaluative skills so that they can evaluate the performance of their clients. This report seeks to critically evaluate mentorship and coaching and reflect on my mentoring and coaching experiences. The report critically evaluates the purpose of mentoring and coaching. It evaluates a model of coaching. The report also gives a reflective account of my past coaching and mentoring experiences.
[bookmark: _Toc182583261]Critical Evaluation of the Purpose of Coaching and Mentoring within a Workplace
	Coaching and mentoring play key purposes in ensuring organizational and individual performance. Firstly, they both help in performance improvement. They are used by managers and employers to improve the performance of employees and help them increase productivity (Koopman et al., 2021). Coaches provide regular feedback to employees to determine areas for improvement and strategies that they can use to improve performance. On the other hand, mentors provide guidance to employees based on their experience for employees to improve performance (Bachkirova et al., 2021). 


	Secondly, they both help in skills development. They ensure that employees develop specific competencies and skills that are required to work in their roles. These skills range from technical ones to specific capabilities such as leadership. Thirdly, coaching and mentoring help people in career development (Bachkirova et al., 2021). Almost every employee in the workplace wants career development. Coaching helps employees to achieve specific goals that are required for them to develop in their careers. Mentorship provides encouragement, advice, and networking opportunities that help people develop their career paths and make good decisions about their future careers. 
	Fourthly, both mentoring and coaching play a crucial purpose in ensuring employee retention and engagement (Susanto & Sawitri, 2022). Coaching and mentoring make employees feel supported and satisfied in their job. They also help in motivating employees. Herzberg’s two-factor theory suggests that people are motivated by several motivators including recognition, advancement, and growth (Rai et al., 2023). They help employees to grow and advance in their careers. This makes them to be motivated. Motivated and well-engaged employees are likely to be retained in the organization. 
	Fifthly, they can be used in succession planning. (Sherrer & Rezania, 2020) Mentoring helps to groom future leaders in an organization. This ensures a smooth transition of leadership and continuity of leadership when leaders leave the organization. Sixthly, coaching can also support managers and employees in managing organizational change by helping employees adapt to new processes and roles. Mentoring guides change implementation.
	Mentoring and coaching have some similarities because they both promote performance, and skills development and can be used to support employee engagement and retention. However, they have some differences. According to Hussey and Campbell-Meier (2021), mentoring is an ongoing process that can evolve and coaching is structured to achieve short-term goals. According to Hussey and Campbell-Meier (2021), mentoring and coaching intersect in the areas of training, feedback, and career development and differ in terms of purpose, accomplishments, duration, and the way they are structured. Coaching is goal-oriented while mentorship is holistic and adaptive. Mentorship is structured to be an ongoing process while coaching is done at a specific time. Mentoring does not evaluate performance while coaching is evaluative and measures change and performance (Weinberg and Scandura, 2024).
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	The growth coaching model is a model that focuses on goal setting and problem-solving. GROW stands for goals, reality, options, and will, representing the stages involved in this model (Eriksen et al., 2020). The first stage is goal setting. Goals refer to what the learner or client wants to achieve. The employee works with the coach to set both long-term and short-term goals for what they want to achieve. Reality is the current situation of the client that involves present challenges and circumstances. Options are the potential solutions that can be offered to the client or employee. All the possible solutions are considered (Eriksen et al., 2020). Will or way forward involves the actions that can be achieved to achieve the goals that have been set. 
Advantages
	The GROW model has several advantages. Firstly, this model is simple. It has the advantage of oversimplification, making it easy to be understood by both coaches and the employees that are coached. It has a structure that breaks down the coaching process into phases that are manageable by those who are involved in the process (Eriksen et al., 2020). It is suitable for coaching semi-skilled and inexperienced employees because they can easily understand the model. It is also suitable for a goal who has never done coaching before. Secondly, the model is goal-oriented. It defines and sets clear goals and this ensures that the whole process remains focused on specific goals. This makes coaching productive and gives a sense of direction. Following a goal-driven approach makes the client and the coach remain motivated. Achieving a goal motivates a person. Achievements are categorized as motivators under Herzberg’s two-factor theory. This approach is suitable to use on employees who are affiliated with motivations. McClelland’s human motivation theory suggests that there are people who are affiliated with achievements (Acquah et al., 2021).
	Thirdly, the GROW model encourages solving problems and reflection (Grant, 2022). It encourages the employee to think of the current challenges and circumstances so that the coaching process can consider the current challenges. Moreover, using this model in the workplace allows employees to reflect on the possible actions that they can take to achieve their goals. The options stage allows the coach to reflect on the available options that can potentially help the client. Fourthly, this model is flexible and adaptable (Grant, 2022). It can be used in different workplace settings and industries. The model is not designed for a specific industry and it is applicable in education, consultancy firms, healthcare, and manufacturing. It is also applicable to employees with different skill levels.
Disadvantages
	The GROW model has various disadvantages. Firstly, it ignores the emotional aspects of both the employees and the client. The model fails to address the issues of motivation, psychological factors, and emotional intelligence of those involved (Van Zyl et al., 2020). This makes it unsuitable in circumstances where emotions are involved such as dealing with stressed employees or in personal crises. 
Secondly, this model is dependent on the coach’s ability to reflect suitable options. The third stage requires the coach to brainstorm options that can help the client. The lack of self-awareness of the coach can lead to poor outcomes. 
[bookmark: _Toc182583263]Reflection on Practical 1
	This section reflects on my experience in coaching and goal setting. The reflection is based on Gibb’s reflective model. Divides a reflective experience into six stages. These stages include description, feelings, evaluation, analysis, conclusion, and action plan (Hashim et al., 2023). 
Description
	I was required to work in a pair to conduct a short coaching session. We organized in team of two people and the section focused on coaching and goal setting. We used the GROW approach of goal setting and coaching. Based on the GROW model, we first discussed the goals that we need to achieve. I then used the brainstorming method to generate several options that can be used to help my pair develop the skill listed in the first step. I then recommended several actions that the colleague could take for skills development.
Feelings
	I was frustrated to find out that coaching is done based on a model. Before the experience, I thought coaching was done by helping someone achieve goals without following a specific model. I was happy to know how the SMART model is used in setting goals and how the GROW model is used in coaching. 

Evaluation
	Several areas went well in the experience. Firstly, we set the goals of coaching well and the goals were clear among us. Secondly, we were open to discussing the current challenges and the circumstances that could influence the achievement of the goals. However, some areas did not go well. Although asking open-ended questions encouraged us to understand the situation of each other, I feel that we did not focus on the emotions of each other. Moreover, I feel that the last stage of ‘will’ was not well applied. We did not develop enough actions to achieve the goals because the time that we had was only limited to 15 minutes.
Analysis
	Using the GROW model helped the session to be successful. The model helped to structure the coaching session stages of goals, reality, options, and will respectively (Makhamadjonovich, 2022). The goals that we set guided us to achieve clear outcomes. However, I realized a limitation with the GROW model. It does not allow those involved in coaching to explore emotions of each other. I realized that the session could have been more effective if we used a session that did not ignore our emotions (Atkinson et al., 2022). 
Conclusion
I also realized that using a model in coaching can help the session to be productive. I learned how to use a model in coaching and this improved my coaching skills. I also realized that coaching that requires emotional feelings should choose a model that is different from the GROW model.
Action Plan
	I will use the coaching skills that I gained in my employment to coach junior employees. I will work on communication to ensure that clients can be more open in discussing their circumstances and challenges.
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	For my mentoring session, I chose to use Johari Window as my theoretical guide. I chose those models as they can improve self-awareness by exploring the known and unknown areas for both the mentor and the mentee. The reflection uses Gibbs’ reflective model.
Description
	For 15 minutes, we held a mentoring session with my role being providing feedback to my colleague. I chose to use the Johari window to encourage communication and determine areas for improvement. Firstly, I explained the model to my colleague. I then asked questions so that he could reflect on hidden areas. I summarised the key points throughout the session.
Feelings
I felt confident using the Johari window as a model because I had studied it in class and through personal research. I wanted to give feedback to my peer but I feared that being critical of his blind area may damage the trust. My discomfort was eased when I found out that my peer was receptive. This made me feel relieved. I also felt a sense of accomplishment when the session was over.


Evaluation
	Several aspects of the session can be said to be positive. Firstly, I felt that we have active listening skills and there was effective communication. Secondly, the Johari window provided a good framework that encouraged feedback and helped us to remain focused (Mohanty, 2024). We both felt that we left the session with a good understanding of the model. However, the provision of feedback on the blind area was not well done. At first, my colleague remained silent and I felt that he did not take the criticism well. I used tactical language so that I could remain assertive and ensure that I did not hurt the emotions of my peers.
Analysis
	I think the reason that the session was effective is using the Johari Window encourages transparency and openness (Yamanaka & Hassell-Goodman, 2021). Both the mentor and mentee had time to give feedback and reflect. This was crucial as it helped to determine the blind area of the peer. It helps to determine the areas where he lacked self-awareness but others had awareness about him. However, I noticed that using the Johari Window can be a challenge in giving feedback. The feedback given can be viewed by the mentee as criticism, especially when there is limited time to explore different perspectives of giving feedback assertively. This highlighted the importance of emotional intelligence when using the Johari Window in mentorship, especially when giving feedback about the weaknesses of a mentee (Mohanty, 2024).

Conclusion
	Overall, the experience improved my mentorship skills. I learned how I can use Johari Window as a mentor. I also learned that emotional intelligence is crucial when providing feedback in mentorship sessions. I need to ensure that I communicate in a way that makes the mentee emotionally comfortable. I learned that I need to focus on techniques of giving feedback.


Action Plan
	I need to work on various areas for future mentoring sessions. Firstly, I will work on improving my feedback delivery techniques. Secondly, I when get a chance to mentor someone, I will allow the mentee to have enough time to offer feedback.

[bookmark: _Toc182583265]Conclusion
	Mentoring and coaching play a crucial purpose in improving individual and organizational performance. Coaching is goal-oriented and occurs within a short time. Mentorship is an ongoing process.  The GROW model of coaching allows people to set goals and work on them. It is adaptable and simple to use. GROW model is goal-oriented and this makes coaching productive and has a sense of direction. However, it relies upon the experience of the coach and inexperienced coaches cannot apply it effectively. It also ignores the emotional aspects of those involved. Applying the GROW model in a coaching session helped me to improve my coaching skills. I learned that the GROW model should not be used in situations where emotional aspects need to be considered. I used Johari’s Window in a mentorship section and learned that emotional intelligence is crucial when providing feedback in mentorship sessions.
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