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Introduction.
Goal for this report is to address the significance of coaching and mentoring skills, particularly when it comes to workplace in the current unstable environment and enhancing organisational and personal health. This report will contain analyses of specific coaching model GROW, critical evaluation of the purpose of coaching and mentoring, and reflection on practical coaching and mentoring sessions, which have been engage during the lectures. Gibbs reflective model will be used in the report for the reflections on coaching and mentoring experience. 
The method of coaching facilitates learning and development, which is mostly pertinent to improving performance in a specialised field. Mentoring in other way is a process which point is to improve and grow the personal potential in long prospect. (Megginson and Clutterbuck,2011)
Critical evaluation of the purpose of coaching and mentoring within a workplace.
Coaching involves "unlocking people's potential to maximise their own performance," according to Whitmore (2009). Instead of instructing them, it aids in their learning. Coaching is typically time-bound, non-directive, and focused on goals like skill acquisition or career advancement.
In contrast, mentoring in workplace is typically a longer-term connection that focusses on the mentee's overall development, which includes both professional and personal improvement. Mentoring is described as "offline help by one person to another in making significant transitions in knowledge, work, or thinking" by Megginson and Clutterbuck (2011). Based on their experience, mentors may take a more directed stance and provide counsel or direction that goes beyond pressing work-related issues.
Coaching is focused on performance, skills improvement, goals with non-direct approach in a formal structure often in the short term. To compare with coaching mentoring is concentrating on professional and personal development with directive approach in informal structure generally in long term. (Marshall, 2008)
Main aims for both are:
Career development and planning – in long-term professional advancement depends heavily on mentoring, which is frequently connected to succession planning. (Allen et al., 2004) Mentors assist mentees in establishing networks, navigating organisational politics, and setting professional goals.
Skill improvement and learning - to help people gain new skills, coaching and mentoring are both operated. Whilst mentoring promotes more comprehensive professional growth and learning through experience sharing, coaching is typically task- or skill-specific. (Illeris,2011)
Performance empowers – to improve leadership performance on high level positions coaching is widely used, as it proposes steps how to get better version of yourself and objective criticism. (Grant, 2017) For example, when management member struggle with leadership tasks coaching from senior management team can provide support in decision making skills.
Change management and cultural integration - coaching can assist people in realigning with new tactics and adapting to organisational change. Particularly in multicultural or international organisations, mentoring can help with cultural integration (Megginson and Clutterbuck, 2009).
Garvey et al. (2018) criticized that definitions are too strict may reduce the usefulness of growing links. They support a more flexible strategy in which mentoring and coaching are combined based on the needs of the company and the individual.
Even though some researchers highlight the different functions of coaching and mentoring, others point to a large intersection. Though they differ more in context than philosophy, Hawkins and Smith (2013) contend that both seek to foster development and unlock potential. In other way others oppose that confusing the two can lower their unique advantages. Parsloe and Leedham (2009) warn that coaching may lose its performance emphasis and mentoring its depth if boundaries are unclear. For the workplace influential roles plays coaching and mentoring, even though they obtain distinct functions. (Brockbank and McGill, 2012) Even if their lines might occasionally blur, knowing how they differ enables businesses to use each one efficiently based on the situation and need. Mentoring is better in long-term professional evolution and cultural embodiment coaching form other side is a good fit for short-time skills enhancement Enhancing employee retention, performance, and happiness can result from incorporating both into a comprehensive people development program. (Parsloe and Leedham, 2009)
Critical analysis of specific model of coaching - GROW
One of the most popular frameworks in coaching is the GROW model, which provides an organised approach to goal-oriented discussions. The concept, which stands for Goal, Reality, Options and Will was first created by Sir John Whitmore and others in the 1980s (Whitmore, 2017). It leads coaches and coachees through a process that makes goals clear, evaluates the existing position, considers potential tactics, and makes a commitment to specific activities. According to Whitmore (2017), the concept is based on the ideas of self-self-reliant education and aims to promote genuine inspiration and ownership.
Goal - ascertain the coachee's goals, both immediate (for session) and long-term.
Reality - examine the existing place, seeing the difficulties, successes and limitations.
Options – produce a selection of potential strategies to go forward.
Will – assign to special acts and establish answerability processes.
Advantaged and disadvantages of GROW Model:
· Adaptability - the GROW approach is applicable to informal and formal coaching situations and can be applied in a range of scenarios, including career development and performance coaching (Starr, 2021).
· Purpose oriented - the approach guarantees the purposefulness of coaching talks by beginning with a well-defined objective. This is consistent with the aim-setting approach of, which attributes improved accomplishment to clear and challenging goals.
· Plainness and accessibility - the GROW model's ease is its main advantages; even people with no professional coaching educating can use it. It offers a precise framework for organising coaching meeting, which is a support the maintenance of targeted and constructive discussions.
· Encourages responsibility - the model's last step motivates coachees to take action and it raises liability and the possibility that they will follow through. By grounding goals in concrete actions, it facilitates social change and development.
Disadvantages of Grow model are:
· Too simple – the paradigm may generalise difficult emotional or professional situations, according to critics. More complex and therapeutic techniques can be needed for complete issues, emotional hurdles, or ingrained behavioural repetitions. (Cox et al., 2018).
· Depend on coachee state - the concept makes the assumption that coachees can articulate their aims and possibilities and are self-conscious. This could not always happen, especially when there is not enough knowledge, reluctance to change, or poor confidence (Cox et al., 2018).
· Linear structure – the GROW model's methodical approach might not accurately capture the non-linear character of human progress. In practice, trainers frequently discover that their clients need to review previous steps iteratively or leap between phases (Downey, 2003).
The GROW model is effective in many situations, however best effectiveness it shows where is required decision making and problem-solving structure. For example- in career improvement, where can be used in help to plan the steps for higher role. Moreover, can be applied in project management in case if team held in conflicts and need to find an approach to resolve the conflict. 
It might, however, be not as much of successful in coaching scenarios that call for examining underlying motives or emotional suffering; in these cases, psychodynamic or more specialized coaching models might be more suitable.
Reflection on practical coaching session
For my reflection on coaching and mentoring sessions Gibbs reflection cycle will be applied.
Description
First, I was the coach during my coaching session, leading a discussion with my colleague George who was the coachee. The session's main objective was to assist the coachee in using the GROW model to find and locate a personal growth goal. Main problem for my coachee was that he been promised to get a promotion and did not get it. The session continued of the 15-minute discussion was to discuss their existing circumstances, potential approaches, and a workable plan for the future. After that we swap the places and become a coachee.
Feelings - as a coach, I was not full confident before the session, however, I gain the confidence during the session I started to feel a great sense of obligation to provide the coachee with sympathetic, non-judgemental assistance when he communicated sentiments of dissatisfaction, irritation, and bewilderment. Additionally, because the coachee first appeared discouraged and unclear of his future actions, I was a little concerned of in what way to set a balance between goal-focused coaching and emotional support.
Evaluation - The session benefited greatly from the clear and controllable form provided by the GROW model. I also used body language and demonstrated my understanding by using summarising tactics. I had a successful conversation with my coachee to achieve a useful result. However, I realised that I was moving very quickly to offer answers rather than letting the coachee to answer first. It might be diminished the session's ability to foster autonomous thought. 
Analysis - I listened intently to the George as he talked without being disruptive and gave appropriate feedback. Some of the reflection-inspiring issues were overly prescriptive. As a result, even though the talk flow, I as a coachee might not have been able to delve deeper. Although relationship was successfully established using a cool, collected voice and mood, the rapid progression of the phases might have prevented a more thorough examination of the Reality step. The goal was maintained by my summing efforts to reinforce comprehension and provide a sense of improvement.
Conclusion - it changed the importance of a structured model and the need of open questions. Ultimately, this coaching helped me realise that good coaching is more about facilitating ideas than it is about directing results.
Action plan - I could conclude from my analysis of every facet of the coaching session that this type of interactive practice is crucial since the I need more to practice, the be more prepared and confident then I was. In particular, since my manager has the skills necessary to be a successful coach, I will practise more with her. I also intend to watch more videos with coaching technique since, after seeing them, I believe it will be helpful.
Reflection on practical mentoring session.
Description - I acted out a mentoring session with my mentee George, where I was both the mentor and mentee. The session, which was divided into two sections, was for to help George to create a plane for long term career improvement and give and receive feedback from coaching session before. I had to respond to his questions about the plan and how I will support him during all this time. 
Feelings - I had experienced a lot of conflicting emotions throughout the mentoring session. I was anxious and worried before the session, but as the meeting went on and I was the mentor, I became more focused and calmer. I feel peaceful and more at ease as an interviewer, although I'm still a little nervous. 
Evaluation – for organising feedback I apply Johari Window framework. Together with my mentee we had a conversation about what part what is missing and what is already helping towards his goal. I stayed composed and sympathetic and provide suggestions such as CPD (continuous professional plan) for his improvement. I was slightly unconfident when talked about mentee blind spot, however by the end of session both of us were clear about aims and plan for the future.
Analys – I have realised after evaluating the session that I need to boost my self-confidence if I wan to succeed as a mentor. During the time when feedback has been provided shows that I need to stend more time with mentee to build the necessary trust needed mentor and mentee.
Conclusion – the goal of the session is to provide organized feedback for individual development. During the session I realised that empathy, active listening, emotional intelligence is the keys to have an effective mentoring session. I liked mentoring session more as I was feeling closer to the mentee which help to build trust.
Action plan – my plan for the future is to work on my competence how to make mentee more open and cooperative regarding feedback. I am planning to find more literature about mentoring and all skills needed to be a good mentor and watch more inspiring videos. 
Conclusion
This report contains personal reflections on practical coaching and mentoring sessions together with aims and practice of coaching and mentoring skills in the workplace, supported by cited literature. GROW model for coaching session and Johari Window for the mentoring were applied, which helped to create clear, structured talks. Both frameworks were valuable and provided not only the path and simplicity, also enrich my knowledge how to help other in their professional and individual growth. At the coaching session I have notice that applying GROW model itself is important but need to be supported by active and attentive listening, asking right open questions and non-judgemental support. On other mentoring session was more intensive as it asking to be more sensitive and empathetic when providing feedback.
Having practical experience in coaching and mentoring helping me already, as I am actively applying techniques to my workplace to create supportive environment for my colleagues at work. Every understanding and information that I obtained during this module making me more efficient at workplace. 
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