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Coaching is usually understood as the development procedures intended to unlock an individual's potential for enhancing their performance. It is generally short-term performance-led, as well as focused on optimising certain skills (Al Hilali et al., 2020). Contrary to such, mentoring pertains to relationships in which experienced individuals offer guidance as well as support an individuals with less experience. Mentoring in most cases long term, developmental-focused as well as focused on cultivating conducive relationships. While both coaching as well as mentoring are intended towards enabling growth, coaching places more emphasis on the immediate outcomes as well as solutions and mentoring strives for wider personal and professional development (Ali et al., 2018). Main coaching skills entail active listening, goal setting, questioning and empathy. Such skills are vital for nurturing a collaborative as well as supportive environment allowing individuals for determining their goals as well as work towards accomplishing such. 
The following report will critically reflect on personal experience of caching as well as mentoring diving into their application within professional or academic workplace environments. By assessing such experiences, the following report will assess the significance of coaching as well as mentoring as tools for enabling professional development and performance optimization. Reflection acts as a central tool for this assessment allowing for more profound comprehension and learning from the practical experience. For enabling this procedure, the Gibbs reflective cycle has been selected as the reflective framework, Gibbs model is specifically suitable since it offers a structured step-by-step approach for assessing experiences entailing stages for example descriptions, assessment and action planning confirming inclusive reflection and practical insights.             
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Coaching and mentoring acts a vital role within contemporary workplaces contributing towards organisational growth, individual’ performance and employee satisfaction (Bachkirova et al., 2020). Employee development: coaching as well as mentoring widely contributes towards employee development by optimising skills, performance and knowledge. Coaching is often performance-based emphasizing addressing certain skills gaps or optimising the implementation of tasks.         
Leadership development: fostering future leaders is a critical emphasis in many businesses. Coaching emphasises leadership growth by empowering individuals for solving issues independently, instilling accountability and nurturing skills of critical thinking (Thompson, 2021). Mentoring facilitates leadership development with the help of relationships-based learning where experienced leader offers strategic insights as well as practical understanding to the developing leaders.           
Motivation and engagement: coaching as well as mentoring optimises employee motivation, retention, engagement and nurturing a conducive work environment. Coaching inspires autonomy as well as mastery whereas self-determination theory is the central driver of motivation. Mentoring nurtures a sense of belonging as well as support. An employee who is offered assistance from mentors feels recognised and valued decreasing turnover rates and increasing loyalty.
While coaching as well as mentoring share the same goals of personal and professional development, they showcase their difference in terms of approach and scope. Coaching emphasises allowing people to determine as well as address their issues on their own, with the help of organised sessions, and questioning methods. It generally is short-term, as well as goals directed and based on performance (Thompson, 2021). Mentoring rather focuses on the long-term aspect, with guidance-based relationships where the mentor provides insights as per their own experiences. Mentoring resonates more with career development as well as succession planning since it is associated with fostering and preparing individuals for future roles. The selection between coaching and mentoring is mainly focused on the goals of the organisations. For example, coaching is more preferred for enhancing leadership communication skills for a manager than mentoring which is more preferred for assisting an employee through a career progression plan. 
As per the literature, there is ongoing debate related to whether coaching or mentoring offers better results for meeting the organisational objectives. As per Lancer et al., (2016), coaching is a more organised method therefore ensuring efficient, and measurable improvement in performance, making it more preferred for meeting short-term organisational objectives. On the other hand, Lancer et al., (2016) defends the value of mentoring in the long-term developmental goals within an organisation, specifically for cultivating future leaders.                      
For example, many businesses can use coaching for performance reviews for determining the improvement regions as well as set up measurable goals (Connor and Pokora, 2017). For example, a sales manager might use coaching for team members for improving their negotiation skills leading towards better customer engagement and increased income. On the other hand, mentoring programs can be used to prepare employees for leadership roles.  For example, a senior manager mentoring a junior colleague can offer insights regarding decision-making procedures, leadership challenges as well as leadership confirming smooth transitions during succession.        
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The GROW model is one of the most often used frameworks within coaching due to its simplicity, as well as effectiveness in assisting conversations. It was introduced by John Whitmore (2009) and focused on offering a clear, and step-by-step structure for enabling personal as well as professional development Thompson, (2021). It is a short form for goal, reality, options and will or way forward showcasing the core stages of a coaching session. 
Goal: the first stage is associated with determining clear, as well as certain objectives. The goal should resonate with the aspiration of the coachee, and follow the SMART criteria, which are Specific, Measurable, Achievable, Relevant, and Time-bound).  
Reality: this sage emphasises investing in the current situation of the coachee, determining barriers as well as assessing progress to date (Bachkirova et al., 2020). Coaches ask reflective questions to help coaches reveal gaps, as well as challenges.  
Option: at this stage, the coach ensures brainstorming possible solutions without judgment. The intention is to empower the coachee to think creatively as well as explore substitute methods for accomplishing their goals (Al Hilali et al., 2020).   
Will/ Way Forward:   the last stage is associated with certain actions for moving ahead. The coachee determines the steps required to be taken, establishing deadlines as well as determining accountability measures. 
One of the advantages of the GROW model is that it is logical as well as straightforward farmwork that coaches can use in diverse settings. Its simplicity enhances its accessibility to novice and experienced coaches (Al Hilali et al., 2020). By asking influential questions, the coach is better able to inspire coachee to reflect on their goals as well as challenges. Such procedures nurture personal accountability and empower the person to take ownership of their solutions. It is focused on establishing clear goals as well as dedicating certain actions ensuring the coaching procedures produce concrete, results-led outcomes.                
One of the disadvantages of the GROW model is that it works well with clear goals and, therefore might not work well with more profound, systemic issues or emotional barriers which needs more nuanced approaches.  The effectiveness of the GROW model relies on the ability of the coach to ask effective, open-ended questions (Bachkirova et al., 2020). Inexperienced coaches may face difficulty in enabling meaningful discussions. In case the coachee lacks clarity or faces difficulty in articulating their goals the procedures might stall. Therefore, the coach is required to invest extra time in helping the coachee enhance their goals.   
The GROW model will be most effective in situations which need focused, short-term, interventions with the measured results. Performance improvement, in workplace settings, the GROW model aids in helping individuals enhance their job performance. For instance, a manager can use the model for assisting a low-performing employee by determining the challenges and designing an improvement plan (MacLennan, 2017).  This model is most suitable for coaching individuals who are working towards professional growth for example accomplishing a promotion or obtaining new skills. GROW is highly effective for goal-setting conversations like cultivating career development plans, designing project roadmaps or optimising team leadership. For instance, a junior striving for a leadership role may use the GROW model to determine the skill gap which is reality, explore training options which are referred to as options and commit to taking leadership courses, way forward.                           
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Description: for the initial practical coaching sessions, I collaborated with a peer for emphasis on goal setting using the GROW model as a theoretical guide. The session’s duration was around 15 minutes. I started by introducing the objective of the sessions and clarifying the role of the coaching in accomplishing (MacLennan, 2017). I inspired my peers to share a certain goal they wanted to achieve. We used open-ended questions for determining their goals which was the G phase, and determined their current reality which was the R phase. Further, we looked for diverse options which was the O phase and for the W phase we narrowed it down to certain specific actions.               
Feelings:  at the beginning of the session, I experienced a mix of nervousness as well as excitement (Garvey et al., 2021). I felt slight anxiety regarding whether I could ask the right questions for guiding my peer effectively since such was my first evaluate coaching experience. I also felt pressure for sticking to the GROW model meanwhile keeping the sessions conversational.    
Evaluation: I effectively applied the GROW model which offered a structured framework for the conversations. Using active listening allowed me for building rapport, and enabled my peers to feel heard and understood (Bachkirova et al., 2021). I was also able to ask open-ended questions which inspired my peer for reflecting as well as explore their current reality and options. I also summarized the key points confirming clarity and kept the conversation emphasised on the goal.     
Analysis: my performance understood both strengths as well as regions requiring improvement. The organised method of the GROW model allowed me to assist the conversations logically. As per binti et al., (2020), GROW model is more effective since it inspires the coachee for taking ownership of their goals through powerful questions. Nevertheless, the quality of the coaching sessions mainly depends on the coach’s ability to ask influential questions which challenge the coachee's thinking.            
Conclusion: the coaching session was a helpful learning experience. I effectively used the GROW model for structuring the conversations as well as active listening for interacting with my peers. Nevertheless, my ability for asking deeper, open-ended questions, required improvement for optimising the effectiveness of future sessions. The sessions reinforced the significance of remaining present, calm and patient for allowing reflective communication.           
Action plan: To improve my coaching skills for future sessions, I emphasise the following actions:
· Practising open-ended questions: developing a list of powerful, open-ended questions personalised for each stage of the GROW model (Al Hilali et al., 2020). For instance, what challenges may prevent you from accomplishing such a goal? And what would success appear for you?  
· Enhance confidence: Practise mock coaching sessions with peers for building confidence as well as fluency in employing coaching models. 
· Allow for reflection: pausing more intentionally between the stages for enabling the coachee for reflecting before moving ahead (Al Hilali et al., 2020).   
· Seek feedback:  requesting constructive feedback on my questioning and listening techniques for determining certain regions for growth.         
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Descriptions:  during the practical assessment in week 8, I carried 15-minute mentoring sessions with a peer emphasised on offering constructive feedback. For such sessions, I use the Johari Window tool, which aids in optimising self-awareness and cultivating trust through open communication (Garvey et al., 2021). The Johari Window offered a structured way towards assisting the discussions by exploring the mentee’s open area, as well as blind spots and determining regions for feedback. The session initiates with a brief introduction to the purpose of the mentoring activity, focusing on collaborations and development, I used questioning techniques for understanding the mentee’s perspective on their performance, emphasizing their perceptions of strengths, and challenges.              
Feelings: at this stage, I experienced slight nervousness since I was concerned regarding the delivery of the feedback in a manner that would not discourage the mentee (Ali et al., 2018). I wanted to create a balance between addressing the region for improvement honestly and being supportive. My main concern was how the mentee would respond to the feedback since I did not want to discourage them or make them feel defensive or criticised.             
Evaluation: this session was effective for nurturing a safe as well as collaborative atmosphere. The mentee appeared receptive to the feedback which reflects that my method was proper. Using the Johari window as a framework offered assistance helping me for determining the mentee’s blind spots, and helping in terms of the communication. Using active listening as well as summarising techniques helped in ensuring that the feedback was clear and well understood. Such also showcased respect for the mentee’s perspective and building trust (MacLennan, 2017). Creating a balance between positive reinforcement with constructive feedback was difficult, I aimed to ensure the feedback was practical without sounding too critical. I also started to face difficulty with phrasing clearly since I was worried about softening the message too much or losing its influence.                
Analysis: The sessions underscored the significance of delivering the feedback in an organised, empathetic and practicable manner. Leveraging the   Pendleton Model of Feedback allowed me to assess the effectiveness of my delivery (MacLennan, 2017).  By applying this model, I ensured the feedback was constructive, solution faced as well as non-judgemental. In addition, I reflected viewpoint on mentoring as a means for fostering trust as well as personal growth. offering feedback in a conducive manner addressed the mentee’s requirements for development, thus limiting my ability to be assertive with the feedback.    
Conclusion:  such mentoring sessions reinforced the importance of constructive feedback in terms of overseeing relationships (Garvey et al., 2021).  Feedback when offered effectively, nurtures trusts, fosters self-awareness, and encourages personal and professional growth. the session also showcases how tools such as Johari Window can enable open communication as well as determine regions for improvement which might otherwise stays unrecognised.     
Action plan: To optimising my feedback delivery skills in future mentoring sessions, I will: 
Practise constructive feedback techniques: using tools such as the Pendleton Model for structuring feedback more clearly as well as effectively (Garvey et al., 2021). It entails an emphasis on creating a balance between practical suggestions as well as positive reinforcement for improvement.  
Develop confidence in delivering critical feedback: engaging in the role-playing exercise for practising giving constructive criticisms in a supportive manner (Lancer et al., 2016). Seeking feedback from peers from the supervisors or peers on my delivery style to determine further regions requiring improvement. 
Develop empathy and communication skills: actively listen to the mentee’s perspective before offering the feedback to ensure it is well offered (Lancer et al., 2016). Using phrases such as “What do you think you could do differently?” for making feedback feel more collaborative.         
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In this report, I have investigated the importance of coaching and mentoring within the workplace, focusing their role in optimising employee development, engagement and overall performance. coaching emphasis on unlocking an individual’s potential with help of goal setting, as well as reflection whereas approaches are critical in nurturing motivation, enhancing skillsets, and encouraging organisational success as underscores by Whitmore (2009) and Clutterbuck (2014).
Moving ahead, I am dedicated towards leveraging structured coaching models for example GROW model, within my professional practise. 
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