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1. Introduction.
This report has two parts. The first part focuses on coaching and mentoring and compares the two under professional literature. Additionally, relevant theories and models will be explored, including their evaluation and analysis supported by citations. 
[bookmark: _Int_w7iCw8QL]The second part of the report focuses on personal reflection based on coaching and mentoring sessions. The author discusses personal experiences and the context in which they occurred. In this part, the author uses an ERA Model of reflective writing to guide analysis and introspection throughout this report. 
Both parts of the report are finalized with a conclusion on coaching and mentoring benefits when using them correctly. 
Coaching and mentoring are powerful developmental tools for personal and professional growth. Coaching is a process that aims to improve performance. It focuses on the "here and now" and the future. It involves helping individuals to improve their performance by guiding them to find the answers from within themselves. This concept came from Whitmore (2009, p.23), who defines coaching as "unlocking people's potential to maximize their performance." 
According to the GROW model proposed by Sir John Whitmore (2009), effective coaching involves setting goals, exploring current reality, generating options, and establishing the will to pursue the chosen options. The key attributes and skills that an effective coach might demonstrate are active listening, powerful questioning, and the ability to provide constructive feedback.
On the other hand, mentoring is a relationship in which a more experienced colleague uses their knowledge and understanding of the work or workplace to support the development of a less experienced colleague (Gabriele et al., 2012). When comparing coaching and mentoring, the main difference lies in the focus on performance improvement in coaching and the overall developmental growth of the individual in mentoring. 
2. Evaluation of Coaching and Mentoring’s Purpose.
Coaching and mentoring are valuable tools for developing talent, fostering employee growth, and driving organizational success, each serving distinct purposes within the workplace. The success of coaching and mentoring depends on the attributes and attitudes of the coach/mentor. An effective coach/mentor must demonstrate several key skills to support the coachee’s/mentee’s growth and development. These include active listening, empathy, goal setting, providing constructive feedback, asking powerful questions, and fostering trust while building rapport (Stober and Grant, 2006 cited in Abbott and Rosinski, 2007). The coach/mentor should be able to identify and leverage the coachee’s/mentee’s strengths, maintain a non-judgmental environment, and promote self-reflection and self-discovery.
Coaching:
The primary purpose of coaching is to improve individual performance, build specific skills, and facilitate goal achievement. The International Coach Federation ICF defines coaching as a thought-provoking and creative process that inspires individuals to maximize their personal and professional potential. Coaching’s purpose is to support individuals in enhancing their strengths, identifying growth opportunities, and overcoming obstacles that hinder their effectiveness in the workplace (ICF, 2021).
According to Kimsey-House et al. (2018), coaching involves a collaborative partnership between the coach and the coachee, focusing on enhancing the coachee’s self-awareness, identifying goals, and developing actionable strategies to achieve those goals. It is often characterized by the coach providing feedback, guidance, and support to help the coaches reach their objectives.
Mentoring:
Mentoring, however, focuses on long-term personal and professional development and knowledge transfer. The Chartered Management Institute CMI describes mentoring as a personal developmental relationship in which the more experienced or knowledgeable person helps guide a less experienced or knowledgeable person in pursuing their career or professional development. Mentoring is often used to provide support, guidance, and advice to help mentees navigate their career paths and learn from the experiences of more senior professionals (Gabriele et al., 2012). 
Clutterbuck (2011), defines mentoring as an ongoing and long-term relationship that facilitates the mentee’s overall personal and professional development through sharing wisdom, offering guidance, and providing support.
Comparison: Similarities
Both coaching and mentoring involve a supportive relationship to drive individual growth, learning, and professional development. Also, they both offer opportunities for feedback, guidance and support and focus on developing an individual's capabilities (Garvey et al., 2018). Additionally, coaching and mentoring involve a significant degree of skills and competencies from the coach and mentor. 
Comparison: Differences
Coaching typically has a shorter duration and is focused on short-term improvements in performance and skill development, often seeking to meet immediate goals. In contrast, Mentoring has a longer term, providing opportunities for ongoing personal and career development and knowledge sharing (Ragins and Cotton, 1991). Table 1 below summarizes some key differences between coaching and mentoring.
Table 1. Key differences between aspects of coaching and mentoring. 
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Coaching and mentoring play distinct but complementary roles in the workplace, addressing short-term skill development and long-term growth, respectively (Megginson and Clutterbuck, 2005). The literature supports these distinctions, highlighting the unique purposes and approaches for fostering talent development and organizational success through coaching/mentoring interventions. 
It is worth noting that both coaching and mentoring involve a one-to-one relationship between an experienced individual, either a coach or a mentor, and a less experienced individual, a coachee or mentee. However, coaching tends to be more structured and goal-oriented, focusing on the development of specific skills and competencies (Cox et al., 2011 cited in Garvey et al., 2018).
3. Analysis of Coaching GROW Model
Introduced by Sir John Whitmore in the 1980s, the GROW model is designed to help coaches and coachees structure meaningful and effective coaching conversations to unlock potential, improve performance and achieve desired outcomes (Whitmore, 2009). 
Key components of the GROW model include the Goal: identifying and clarifying the goals and objectives that the coachee aims to achieve. Reality: assessing the current situation. And understanding the coachee’s starting point and the factors influencing their current reality. Options: generating and exploring alternative strategies and actions that can be pursued to achieve the desired goals. Will/Way forward: Determining the coachee’s commitment, motivation and defining the specific action plan and steps to move forward (Garvey et al., 2009).
Advantages of the GROW Model: 
Structured approach: The GROW model provides a logical and systematic framework for coaching conversations, ensuring coherence and focus during coaching sessions. Goal orientation: By emphasizing goal setting, the ground model facilitates clarity and alignment with the coaches desired outcomes, enabling a sense of purpose and direction. Empowerment: The model promotes coachee ownership and responsibility by engaging them in the decision-making process and encouraging self-directed solutions. Flexibility: The GROW model offers flexibility and adaptability, making it applicable to a wide range of coaching contexts, from leadership coaching to sports coaching (Whitmore, 2009).
Disadvantages of the GROW Model:
Overemphasis on Goals: While goal setting is important, an overemphasis on predefined goals might limit creativity and exploration in the coaching process, particularly in situations requiring open-ended exploration and experimentation. Limited Emphasis on Emotions: The GROW model is primarily focused on cognitive aspects of goal achievement, often minimizing the focus on emotional and psychological factors influencing the coachee’s performance and behavior. Lack of Exploration in Current Reality: The model’s “Reality” phase may not delve deeply enough into the emotional, environmental, and systematic aspects influencing the coachee’s current situation (Garvey et al., 2018).
Example of situation in which the grow model would be most useful:
Performance Coaching: The GROW model is highly effective in performance coaching. Structured approach for identifying precise performance goals, assessing current reality, exploring alternative actions, and aligning motivation and commitment toward achieving specific performance objectives (Whitmore, 2009). 
Advancing career progress: The GROW model is well-suited for career coaching, where coaches can use it to clarify career goals, assess their current position, contemplate career advancement options, and develop a targeted action plan to progress in their careers. 
The GROW model provides an effective and structured framework for coaching conversations emphasizing goal setting, clarity, and solution-focused approaches. While it has several advantages in enhancing the coaching process, it is essential to be mindful of the potential limitations and consider the context in which it is being applied.

4. Reflection on the Coaching Session
The ERA cycle was introduced by Melanie Jasper in "Beginning of Reflective Model" book in 2013. This model comprises three stages - Experience, Reflection, and Action, which serve as a foundational framework for reflective practices. It encourages individuals to reflect on significant experiences, regardless of whether they are positive or negative. The ERA Model, similarly, like Kolb's reflective cycle is beneficial for self-introspection. According to Jasper (2013), the ERA cycle begins with experiencing something noteworthy or novel in an individual’s daily life. Following the experience, individuals reflect, carefully considering the emotions and thoughts associated with the experience. By analyzing their reflections, they can prepare for future occurrences and strive for personal growth in similar situations (Jasper, 2003). Appendix A shows the model in graphics, and Appendix B contains detailed explanations of its concept.
The next part is a personal reflection on my first-ever coaching session, where I have been playing the role of the coach and the coachee. This short report is built on the ERA Model explained above.
Experience: The initial coaching session provided a practical introduction to implementing the GROW model and SMART approach in a professional setting. The session involves setting specific, measurable, achievable, relevant, and time-bounded goals aligned with the SMART approach for setting a structured framework for goal setting and action planning. 
Before starting the coaching session, I felt a mix of nervousness, anxiety, and excitement. I struggled to establish a good rapport with the coachee as I began because the coachee mixed short-term goals with the long-term. However, I finally managed to get the coachee on the right track with his short-term goal. Then I realised I had spent so much time on this part and was getting very anxious. I felt too anxious on this occasion and started panicking under the time pressure. Worried about the assigned time, I did make a mistake with a suggestion rather than an open-ended question at the options stage.
The lecturer's feedback on the GROW Model structure and the SMART approach was positive. However, I need to improve my active listening skills and the structure of powerful questions to guide the coachee to self-discovery.
Reflection: Reflecting on the coaching session, I realised that my strengths lie in the session structure and empathy, which allowed me to connect with the coachee. However, I also identified areas for improvement suggested by the lecturer, such as active listening, refining questioning techniques and honing my ability to guide the coachee towards actionable goals. 
Additionally, I could control my anxiety more mindfully. I also recognised some moments where I could have communicated more effectively and asked more powerful questions to help the coachee clarify his goals. 
Action: Moving forward, I plan to address areas for improvement by seeking additional training on effective questioning techniques and goal-setting strategies. I also aim to engage in more practice sessions to develop active listening skills and control anxiety with confidence. 
Leveraging self-reflection will enable me to identify concrete strategies for enhancing active listening skills and creating a more engaging and impactful coaching experience for future coachees. 
I had the opportunity to finish a professional course on 'Turning Anxiety into Power' through LinkedIn Learning. The certificate is available to view in Appendix C. I also completed the 'Reflective Thinking' course, which is available in Appendix D.
In conclusion, using the ERA model of reflection enhanced my understanding of the coaching process. This experience provided valuable insights for my future personal and professional development.
5. Reflection on Mentoring Session base on ERA Model
Experience: During the session, I managed to control my anxiety better than in the coaching session and was more relaxed. In the end, I was proud of myself for giving constructive feedback to the mentee, which was the main point of this session. Therefore, my first impression was positive; I implemented additional open-ended questions to improve my active listening skills, but the feedback suggests I could have been more successful. The lecturer has yet to comment on that: time management (1.5 minutes over the assigned time), lack of active listening and unclear structure. 
The peer feedback at the end of the session helped me to understand that, together with my mentee, we chose the wrong models. The Johari Window can only improve awareness, not communication skills. The CAN model addresses assertiveness and should not be used at all. I needed clarification because a week before when the lecturer asked my mentee which skills we had chosen for the session, he had yet to tell us we could not go with communication and assertiveness skills. He just said "ok" and carried on with the lesson. Thus, at that moment, I felt so disappointed and let down. It was a very unpleasant moment of realisation of failure.
Reflection: Upon reflection, even though the experience felt negative at first, I realised that it was part of my learning process and helpful. Considering that it was only one lesson study of a new subject and no time for practice with my colleague, it was a valuable experience. Also, the lack of understanding resulted from the more time needed to process the new knowledge, the absence of good and bad examples and clear, constructive feedback from the lecturer before the session. Thus, after the lecturer's feedback, when I acknowledged the failure, I realised I needed a more precise understanding of the task from my side.
However, I found out, that when mentoring, it was crucial to establish a supportive and open relationship with the mentee, allowing for effective communication and trust to develop. In the future, when providing feedback, I aim to be constructive and specific, focusing on positive aspects and areas of improvement. This approach facilitated a more meaningful exchange and encouraged growth. I also realised the importance of adaptability in mentoring, tailoring my approach to each mentee's unique needs and learning style. 
Reflecting on this experience has highlighted the significance of continuous learning and development. I will ask for more clarity in peer feedback to improve this process and ensure I understand the task.
Action: I plan to implement a more structured approach to goal-setting with my mentee, ensuring we have clear objectives during our mentoring sessions. I will also seek feedback from the mentees to better support their professional and personal development.
Regarding the lecturer's feedback, I aim to develop active listening skills by engaging in reflective listening exercises and recognising personal communication and interpersonal dynamics. I will adapt time management strategies such as mindful preparation and focused articulation to ensure content conciseness. Additionally, I will take proactive measures to focus on defining and employing a structured communication approach, enabling clarity, and fostering engaging and purposeful dialogue. 
I had the opportunity to finish a professional Coaching and Mentoring course for Coaching and Mentoring through LinkedIn Learning. The certificate is available to view in Appendix E. 
In conclusion, the first mentoring session presented a valuable platform for applying the Johari Window model and CAN model to drive growth in communication and assertiveness. Feedback on active listening, time management and communication structure through fostering self-awareness. It is integral for future effectiveness in the mentorship relationship. The session underscored the importance of actively addressing conflicts, aligning personal values with professional development, and the power of constructive feedback in elevating the mentor-mentee relationship.
I had the opportunity to finish a professional 'Coaching and Developing Employees’ course through LinkedIn Learning. The certificate is available to view in Appendix B. 
6. Conclusion
This report provides an in-depth exploration of coaching and mentoring in the workplace. It highlights distinct purposes and approaches, emphasising complementary roles of coaching and mentoring in talent development and organisational success. The GROW model analysis highlights its advantages, potential limitations, and practical examples of its application in performance coaching and career advancement. 
Furthermore, personal reflections on coaching and mentoring sessions have demonstrated the practical application of theoretical frameworks in professional development. Using the ERA Model for reflective writing has facilitated introspection and actionable planning for continuous improvement in coaching and mentoring skills. Completing the professional 'Coaching and Developing Employees', 'Critical Thinking', and 'Turn the Anxiety into Power' courses through LinkedIn Learning, as evidenced by the attached certificates in Appendixes C, D, and E, underscores the author commitment to ongoing personal and professional development in this field. 
Overall, this report has provided a comprehensive understanding of coaching and mentoring, their practical implementation, and the continuous pursuit of growth and improvement in these essential professional skills. It is evident that coaching and mentoring, when utilised effectively, are powerful tools for individual and organisational development, shaping a more empowered and growth-oriented workforce.
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9. Appendixes

Appendix A: The ERA cycle based on Jasper (2013).
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Appendix B: Detailed explanation of ERA Model based on Jasper (2013).
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Appendix C.
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Appendix E.
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